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CHANGES IN PERCEPTION OF ON-THE-JOB PROBLEMS 
FOLLOONG LABORATORY TRAINING: II l 
INTRODUCTION 
In recent years, large numbers of so-called "middle 
management" executives have come to,participated in, and returned 
home from various types of Human Relations Sensitivity Training 
laboratory Training Programs. These programs take place in envir-
onments isolated from the participants' back-home situations, 
known as "cultural islands" such as the Gould Academy in Bethel, 
Maine, Columbia University's Arden House in Harriman, New York, 
Boston University's Osgood Hill in North Andover, Massachusetts, 
and the like. Sensitivity training laboratories were pioneered 
by NEA 1 s National Training Laboratories and are now conducted by 
many NTL affiliates as well as others who are not directly involved 
in NTL in colleges, universities, and public and private organiza-
tions on an international scale. 
The motives which influence participation in these labora-
tory programs vary from individual to individual as does the various 
learnings which the delegates (as the narticipants are often called) 
derive from their experiences in the course of a "lab". These 
laboratory training programs are based on the percept that if the 
delegate becomes more aware of what it is he sees in a situation or 
lThis paper is a follow-up study of research directed by 
Dr. Barry I Oshry to whom this writer is deeply indebted. The data 
used in this study was derived from the same population of delegates 
who participated in the Arden House: II, 1961 laboratory program. 
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in other persons, i.e., the changes, increases his diagnostic 
skills, he is better prepared to respond to and deal with these 
situations or other persons. 
"The laboratory is intended to increase awareness of 
and competence in dealing with one's own and 
other's feelings and interpersonal behavior. 
If the training is effective, then the increased 
sensitivity and readiness to deal with feelings 
and interpersonal situations should be ref1acted 
in changed ways of seeing Lind dealing with7 
others." (Harrison, 1961) 
H. w. Hepner sees sentitivity training as •••• 
" •••• an approach to supervisory development programs 
which emphasizes that supervisors should see them-
selves and others realistical~, understand their 
own feelings and prejudices, and be sensitive to 
the ways people relate to each other. As the 
trainees examine themselves and the impact they 
have on one another, they also develop specific 
skills for the handling of various human 
relations problems." (Hepner, 1958, pp. 443-445) 
The primary purpose of this paper is to examine and 
investigate the question of participants' perception of their 
transfer of learnings, that is: What are the delgates' perceptual 
reactions when they return to their back-home situation from the 
laboratory experience? Are the learnings, culled out of the cul-
tural island experience, transferable to the realities of the 
individual's work-a-day life? Do the same changes in diagnostic 
stance take place when the participants turn from the "here and nm-1 11 
to analyze their interpersonal work problems in the "there and 
then"? How do these changes hold up over time? (Oshry, 1962) 
In attempting to deal with these questions, which are 
becoming increasing~ salient for laboratory planners and admin-
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istrators (trainers) and participants (delegates) alike, this 
paper adheres, albeit somewhat generally, to the following out-
line. 
Chapter I consists of a brief presentation of the back-
ground to the present study. It includes: an examination of 
organizational influences in interpersonal problems; an explanation 
of the purpose and nature of human relations sensitivity training 
laboratory programs; and an application of the psychologically-
oriented theory of transfer of learning and training. The latter 
theory represents the foundation for Chapter II in which is 
considered the number of evaluations of various types of human 
relations training programs which have been conducted by other 
investigators. 
Chapter III consists of a presentation of the Oshry 
study's findings and a comparison of Oshry's subjects with those who 
comprise the sample for the present study. 
In Chapter IV, the longitudinal perceptual change data 
are presented with their respective interpretations apd discussions. 
Chapter V consists of the presentation of "demographical" charac-
teristics of the participants studied. These characteristics are 
discussed in terms of the change data. The implications of, and 
recom~endations resulting from, this study are presented in Chapter 
VI. 
A detailed exhibition of the present study's data in 
comparison to those of Oshry's may be found in Appendix I. Finally, 
the evaluation instrument is presented in Appendix II in the same 
form as was mailed to the respondents three to six months after the 
Arden House laboratory training program. 
There is only one thing that will train the human 
mind and that is the voluntary use of the mind by 
the man himself. You may aid him, you may guide 
him, you may suggest to him, and above all you 
may inspire him; but the only thing worth having 
is that which he gets by his own exertion~ am 
what he gets is in direct proportion to what he 
puts into it. 
Dr. A. Lawrence Lowell 
CHAPTER I 
Background and Current Status Of 
Human Relations Sensitivjty Training Laboratories 
The Individual and Organizations 
Most participants attending Human Relations Sensitivity 
training laboratories are in some way associated with an organiza-
tion. Participants leave these organizations, enter the training 
laboratory program, and, upon the program's completion, return to· 
the organization. The nature, size, and quality of these organi-
zations vary. In recent years, delegates have come from diversified 
organizational settings: medical and education institutions, the 
military, religious groups; production oriented businesses, service-
oriented organizations, and others. These organizations appear to 
be vastly different in terms of their ultimate functions and organi-
zational mechanisms. There are, however, certain basic similarities 
among all organizations; all have hierarchical levels of authority, 
and all are involved in production, whether it be of goods or of 
services. 1 
The individual and the organization join in a working, 
contractual relationship which appears to be symbiotic in nature. 
If the organization is to survive as such, it must maintain employees 
to carry out those specialized functions which are essential to its 
continued existence. In return for performing these functions, the 
1For an extensive and provocative examination of the 
characteristics of organizations, see Peter Blau, Bureaucracy in 
Modern Society, (New York): Random House, 1956). 
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the employees receive the means by which they are able to provide 
for themselves the materials necessary for their existence--in 
most cases this recompense is monetary. (Merton, 19) By its very 
nature this union is advantageous to the point of being absolutely 
necessary for the individual, and consequently he is stimulated to 
preserve or better his status within the relationship. 
In order to protect his security, the individual tends 
to ''sublimate" himself in the organizational work group (Whyte, 19.56). 
He tends to eliminate, suppress, and dissociate those values, ideals, 
attitudes which are not· shared or held iri common esteem by his most 
influential group, and adopts as his own those values which are 
(either overtly or convertly) held by the group to be operative and 
valid (Olmstead, 19.59, pp. 67-82 and Lewin, 1947 in Lewin, 19.51). 
The supposed need for conformity exerts a great deal of pressure 
on the group member (employee) who wishes to retain his "individuality" 
('tfuyte, 1961). 
Additional problems of adjustment are brought to bear 
upon the individual because of the fact that 
•••• in order to be effective in leading his own work . 
group, a superior must be able also to influence 
his own boss. That is, he needs to be skilled both as 
a supervisor and as a subordinate. In terms of group 
functioning, he must be skilled in both leadership 
and membership functions and roles. Training in 
leadership skills is obviously very important, but 
it is similar~ important to train a superior to work 
in a subordinate relationship. To perform the 1 linking 
pin1 function effectively, a superior needs to be trained 
to exercise influence upward as well-as downward ••• These 
skills ~re required for the high level of interaction 
that is necessary for an organization to function 
effectively when using the team or group basis of 
operation (Likert, 19.5.5, p. 14).2 
2( Sic) Although these skills are not the primary focus 
of laboratory training, the leadership-membership problem is generally 
dealt with as a part of the program. 
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In other words, as the individual interacts within the 
organization in accordance with the latter's hierarchical demands, 
various problems seem likely to, and quite often do, manifest 
themselves. By this I refer to the interpersonal problems resulting 
from pressures generated from the individual's reaction to: the 
various leadership styles of his superiors; his membership and roles 
in the various subgroups (superior to his work force; subordinate 
to his own superior; peer to his fellow linking-pins, e.g., middle 
managers). From these, other concerns contribute to middle manage-
ment's problems, i.e., competitive or collaborative inter-relationships 
of these various subgroups; loyalties and commitments to the sub-
groups as well as the larger organization. Given these potential 
dilemmas, the individual is confronted by yet another salient 
question: under these condition is it possible for a linking-pin 
to maintain his own values and to realize his own ambitions, needs, 
and the like. 
As previously mentioned, most delegates to laboratory 
training programs are drawn from that population known as middle 
managers. And, as the above-mentioned issues appear to be of great 
concern to this group (as indicated by the great majority of 
responses to the open-ended question which asks for a statement of 
a salient interpersonal problem with which the respondent is 
currently confronted -presented in the BHPA evaluation instrument), 
it appears quite likely that such participants bring these pressing 
problems with them to the cultural island in the hope of resolving 
them through their laboratory training experiences. 
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If we view the laboratory training group as a miniature 
replica of the larger society, we may be able to see the possibility 
of an individual using the T-Group as a situation wherein he may 
attemnt to explore and resolve these organizational-individual dilemmas. 
In a sense, the training group experience presents 
a microscopic view, and a personal view of much 
broader social processes. In the training group, 
as in larger social units, the psychological meaning 
of behavior is hidden until we attend to its interpre-
tation. and learn to 'see' and 'hear.' ••• It becomes 
apparent that different forms of social organization are 
possible and have different consequences in the evolution 
of the small society •••• The new culture of the small 
group draws heavily on the mother culture as a colony 
on the homeland. Within the human relations group 
are reflected the conflicts, stresses, and strains 
of the parf'nt culture as well as its stable, unquestioned 
groundwork.of meaning ••• As with other social units, each 
person is faced with his relationship to the group ••• 
Each person has to deal with the miniature society and 
his bond with it in one way or another ••• Each individual's 
struggle in dealing with his own social reality is 
reflected in his relation to the small society ••• The 
division of labor and specialization of role develops 
in the human relations group as in the larger social 
unit. Entertainers, philosopher~, leaders, lieutenants, 
healers, moralists, workers, priests, lovers, rebels, 
aristocrats, commoners, technicians, and piicemen are 
all a part of the social scheme. Perhaps, in the small 
socit.y, different people play different parts at different 
times (Baumgartel, 1963, p. 4). 
Motivational Factors in Participation 
Matthew B. Miles (1959, pp.JB-45) has indicated that one 
motivating influence that appears to be ooerative in inducing an 
individual to participate in a sensitivity training laboratory is 
that individual's feeling of dissatisfaction with what he sees as 
his "inadequate" performance in a group situation --"even though 
he feels his behavior is fairly adequate already" -- and his 
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willingness to attempt a change in his behavior. Others come in 
order to learn some tricks or gimmicks that would help them to 
manipulate groups or 11handletl difficult personalities with whom 
th~ work or associate. (Ambellan, 1962) 
Still others participate because their top organizational 
executives have decided that "someone" has to go to a lab; or 
because one or more of the individual's superordinates has decided 
that "Joe" should go to one of the labs to learn how to get along 
with "us" in a more satisfactory manner (Oshry, 1962 and Likert, 
1955, p. 16), or because a number of the individu~l's peers have 
already particpated in similar programs and he is either curious 
about what hanpens in "T-Groups" and asks to be sent, or enrolls 
on his own, or as a part of an overall middle-management ''out-
service" training program, he is sent in rotation. 
We may therefore conclude that participation in T-Groups 
is due to one or both of two discrete forms of motivation: internal 
(motivated by self) and external (motivated by others). 
Aims and Expectations of Sensitivity Training 
The primary purpose of Sensitivity training is to help 
participants ~ain increased understanding of, and skills in 
interpersonal relationships. Each member of an organizational 
enterprise is a unique individual; each has his own needs, aspirations, 
and values. Each functions in small face-to-face groups (where 
one's method of work has implications for other persons) in an attempt 
to carry out the business of the larger organization, and to integrate 
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this organization into the ~till larger communities of industry, 
government, and society. Sensitivity Training focuses on the 
interpersonal interactions of the individual in his small group, 
organization, and larger community contexts. 
During their experience in sensitivity training groups 
participants are encouraged to take a diagnostic, experimental 
approach to the improvement of "group life," whether the specific 
group is a class, a committee, a confer~nce, a work-group, or the 
like. 
The desire for prescriptions on ~how to deal with a 
specific problem in a given situation_? ••• must 
be replaced by experiencing, thinking through, and 
trying out leadership ~or membership_/ acts in a 
situation that is as real as possible ~through 
participation in a training program which i!7 ••• 
to gain insight into the causes and effects of his 
own behavior in groups (Miles, 1959, p. 38). 
Increased sensitivity towards group processes, 
increased awareness of the character of one's 
own group partici?ation ~leads to_7 increased 
ability to deal with a variety of group 
situations. ~These learnings have value_? ••• 
to the extent that he ~tne delegate_l is able 
to utilize them in the groups which are important 
to him in his back-home setting (Stock, 1962, p. 46). 
According to Bennis (1962), Ambellan (1962), Hepner, 
(1958), Bradford (19 ), and others sensitivity training tries to 
develop two areas: (1) increased self-awareness and sensitivity 
leading to diagnostic ability, through an understanding of inter-
personal and group situations, e.g., a better, more precise picture 
of how other people see the individual and a greater awareness of 
those forces unique to a group which may ultimately result in its 
success or failure; and, (2) leadership and membership skills 
n~eded to keep pace with this newly developed awareness and 
sensitivity, including ways of dealing with conflicts and tensions. 
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The Nature of the Sensitivity Training Process 
It is generally accepted that the above-mentioned goals 
are realized in the course of the sensitivity (laboratory) training 
process. This section represents an attempt to define this process 
resulting from the interactions of a heterogenious group of 
individuals. 
Oshry (1962) points out that between the participant and 
the laborato~ training staff there exists the implied contract 
"that there will be some salutory relationship between what trans-
pires in training and the participants' back-home organizational 
oroblems. There is some notion that participants, returning to 
their work, will be better able to cope with their interpersonal 
work dilemmas than they would have been without training." 
Generally, uninitiated participants seem to enter the 
training laborato~3 situation with the expectation that they will 
learn through staff lectures, demonstrations, etc. Contrary to 
participants' expectations, what generally haopens when they are 
introduced to the T-Group is, as one writer comments in reference 
to his own experience, that ••• 
Twelve to fifteen ••• delegates are shepherded by an 
experienced trainer and associate trainer. The T-Group 
establishes a new and intimate family relationship, 
starting the night of arrival and continuing for at 
least two two-hour sessions a day. The trainer ••• 
)"Laboratory" training here refers to those programs which 
T-Group Training is a focal method in the learning process. For 
an up to date review of theories, issues, and varieties of 
laboratory training, see I. R. \..Jesehlet and E. H. Schein (Eds.) 
Issues in Training, Selected Reading Series, Number 5, Nat'l 
Train. Lab., 1962. 
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establishes the fact that there is no prescribed 
agenda and no designated leader. To further 
seal the vacuum, he takes pains to shun the 
leadershiP role himself. The responisbility for 
learning is left with the delegates ••• members of 
the T-Group slowly begin to respond to each other ••• 
The T-Group becomes a laboratory for self-revelation 
and insight ••• It is meant to provide an experimental, 
yet secure, setting in which motivations may be 
explored. More than a 'bull session' and less 
than a divan for collective psychiatry, it gives 
a footing and home base to the entire laboratory ••• L!t_7 provides an unthreatening setting in which 
unfolding discoveries may be tested. (Ambellan, 1962). 
Thus, in order to fulfill their own laboratory-related goals, the 
participants generally tend to conform to the following process. 
First, an "unfreezing" a shakeup of the old situation 
must take place. The initial level of equilibrium is upset. Social 
habits and customs which interfere with effective interpersonal 
relations are jarred in order to break up tendencies towards in-
effectual perseverations (Lewin in Bennis, Benne, and Chin, 1961). 
Such a shakeup must, however, be preceded by the individual's 
dissatisfaction with his ''inadequate" performance in group situations 
(Miles, 1959). As indicated above, this dissatisfaction may eventually 
lead to participation in laboratories. In addition, dissatisfaction 
may facilitate an experimental approach to T-Group interaction. The 
quality of this interaction aopears to be positively correlated with 
the ''climate" which develops within the T-Group. That is, in order 
to realize the stated goals, certain training conditions are necessary 
(Bradford, 1960). This corresponds to the orevailing concept that 
one major goal of the human relations laboratory training program 
is to provide the atmosphere necessary to permit groups (and the 
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feelings of the delegates in the groups) to grow and develop with 
a minimal a~unt of external direction and control. In doing so, 
delegates can learn about group behavior as a "pure culture" and 
also learn to use the experience for maximum self-examination and 
for maximum personal growth. The laboratory administrators' 
concern is to help the delegates bring about for themselves, 
self-understanding and self-knowledge and an atmosphere permitting 
personal learning and change. The group serves as a ma~or vehicle 
for this growth experience. ·rhe T-Group is deliberateJ.y planned 
to be unlike any experience in which most delegates may have previously 
participated. Through observing and participating in this free 
and unstructured group and its pattern of development and growth, 
delegates can learn about the implicit emotional atmostphere and 
structures of other groups in other sharply contrasting settings 
and from the knowledge of these patterns, increase the delegates' 
ability to diagnose their own and their grouos' effectiveness and 
the blocks to their efficient functioning (Rosen, 1962). Such a 
climate is possible in proportion to the degree to which a delegate 
feels free to expose himself, give and accept feedback, experiment 
and practice. One of the implicit, top-priority tasks with which 
the group as a whole is confronted is that of determining the 
nature of those factors or conditions which constitute a supporting, 
accepting, and permissive climate and then developing them in the 
T-Group (Bradford, 1960, and Orton, 1962). 
In order to encourage the delegates to generate a high 
output of data ~n the form of behavior), the trainer, very early 
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in the history of the T-Group, withdraws or withholds from the 
group many behaviors tynically identified with "good" \eaching, 
e.g. leadership, specific tasks or goals, work and decision-making 
procedures. These "withdrawals" result in the creation of a 
vacuum withing the T-Group, and this void tends to be rapidly 
filled by the delegates. The filling of the vacuum constitutes the 
exposure of the individual delegate's behavior (Bradbrd, 1960 and 
Orton, 1962). 
Further, as a consequence. of the generation of data within 
the supportive and accepting climate of the group, it is possible 
for the members of the T-Group to "mirror" back to each other their 
respective (sometimes unique) responses to the participants' "exposures." 
This sharing of perceptions offers an unusual opportunity for the 
participant to receive observations relative to those factors which 
facilitate or hinder his effectiveness in the group. The participant 
must then assess this feedback, and in terms of his own insights 
and perceptions, select that portion of it which makes sense to 
him and/or that with which he can effectively deal. (Bradford, 1960 
and Orton, 1962). 
The second phase, that of "moving" through which the 
participants 3.re able to realize the goals and expectations of 
laboratory training is, of course, conditional upon the successful 
unfreezing of the participants' original behavior. Moving is the 
alteration of existing social and technological forces so as to 
direct the current on-going process to the desired new level. (Lewin 
in Bennis, Benne, and Chin, 1961). It seems that the individual's 
movement away from behaviors which (as a result of the feedback 
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mechanism) he sees as not being conducive to effective inter-
personal relationships, is characterized by a trial and error 
experimentation with his own behavior. That is, as the individual 
delegate identifies those areas in which he would like to acquire 
increased competence, he tends to experiment with that which he 
sees as being more nearly adequate ways of performing (Bradford, 
1960 and Orton, 1962). From these ways of perform_ng, the partici-
pant tends to select those new behaviors or ndifferent practices 
that might reduce his dissatisfaction with his present ~inadequate_? 
behavior (Miles, 1959)." The participant must, in order to derive 
optimal value form his experimentation with and selection of new 
behaviors, obtain some evidence relating to their results. That is, 
"the learner must ••• see the actual effect of his new behavior on 
others" through the feedback process (Miles, 1959).-
The third, and last, phase of the laboratory process is 
that of "re-freezing". This is the internal establishment of the 
supporting forces leading to this newly arrived level of equilibrium 
(the now-stable, ''moved" behaviors). The new "force-field" (constella-
tlon of behavioral and conceptual patterns) must be made stable and 
secure against subsequent changes in order to insure permanence 
(Lewin, in Bennis, Benne, and Chin, 1961). That is, he must continue 
to practice those behaviors which appear to be promising until they 
are internalized as a part of his own behavior pattern. 
Further, tre participant " ••• must tie this new knowledge 
to his picture of himself, relate it to his job situation, and in 
general make it part of the vay he sees group life ••• the learner 
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must see links between the training experience and his job situation." 
Thus it can be seen that one of the goals of laboratory training 
is that of transfer of laboratory-derived skills and practices from 
one environment to another. However, " ••• new ways of behaving 
lead to new problems (which might never have occurred under the old 
ways of behaving), and the training cycle continues ••• the individual 
realizes that his behavior is still inadequate in some new respects." 
The hypothesis that M.iles su -gests is, that if, by " ••• getting this 
conception of learning built into the person ••• the learner has 
learned how to grow and learn, how to take an experimental approach 
to the problems of group life he encounters, then he will grow 
and learn on the job (Miles, 1959, pp. 38-45)." 
In summary thus far, the T-Group has no history and no 
agenda. Rather, each participant has as his task the development 
of a meaningful learning experience for the group and for each 
member. Since the T-Group has no intrinsic meaning or direction 
as the participant enters into it, it becomes the groups challenge 
to provide it with meaning and direction. During this struggle 
to create a valuable learning experience, many of the same pheno-
mena are encountered which are characteristic of other group, 
organizational, and community social interactions. As the T-Group's 
history develops, group members are confronted with decisions which 
must be dealt with ("what shall we do here?" "How shall we use our 
time?") conflicts which must be resolved (differences in opinion, 
ideas as to the direction in which the group should move~ problems 
of evaluating individual and group performance, and the problem 
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of finding and establishing those conditions under which the indivi-
dual participants and the group as a whole can best grow and develop. 
These issues are not abstract or theoretical; they are not imposed 
upon the groups; they exist and make their presence felt as the 
individual attempts to establish membership, to find a place in 
his T-Group. 
The problem in the T-Group is to learn about decision-
making, problem-solving, resolving conflicts, communicating, and 
developing individual and group resources by observing and dis-
cussing members' actions as these processes continue. The partici-
pant in a T-Group is both scientist and guinea pig; he is both 
participant in the group and observer of its processes. 
Applied Theory of Transfer of Laboratory TrainiE£ 
The Unfreezing-moving-refreezing schema (see page ) seems 
appropriate not only in conceptualizing the laboratory training 
process per se, but also in illuminating the problems inherent in 
the transfer of laboratory-derived learnings from the cultural 
island to the back-home situation. 
Laboratory training is concerned with oromoting learning 
in the cultural island; also with facilitating the process of transfer. 
Unlike some training programs where back-home problems are brought 
into the classroom, the back-home areas of application are more 
remote and less accessable to the cultural island's sensitivity 
training laboratory. "The uniqueness of T-Group training lies 
in its apparent disdain for back-home and its almost exclusive 
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focus on the immediacy of current experience. (See footnote No. 1 
Introduction - Oshry, 1962, p. 3.) 
Such a departure from the more traditional models and 
.methods of human relations training appears to be justified on the 
basis of the research of Lewin (1944) and Jucknat. Their studies 
indicate the positive relation between successful experiences and 
the individual's "level of aspiration" and transfer of experiences, 
reactions, and learnings. Jucknat postulates that there would be 
less transfer of reactions (learning) related to the subject's 
(participant's) level of aspiration for their own interpersonal 
behavior when two series of experiences (in this instance sensiti-
vity training and the back-home situation) do not appear to the 
individual to constitute a single task ("How can we learn anything 
here when the setting is so unrealistic - so different from our 
situation back home?"). In other words, the effect of learnings 
derived from one series of experiences on another is a partial 
one, the amount depending upon the similarity between experiences. 
Thus, dependent upon the participant's being able to see varying 
degrees of similarity between his laboratory training experience 
and his back-home situation, we may say that: the greater the 
similarity between the back-home situation and the laboratory 
experience, the more easily transferable the learnings derived 
from the laborato~. 
Thus, we may be entitled to say that: if the individual 
is able to work out same of his own interpersonal problems generated 
in his back-home situation by developing new skills and practices 
as a result of his experience in the "small society", the primary 
question which remains is to what degree and to what extent is the 
individual able to transfer and apply these skills and practices 
to his on-the-job situation. 
Dilenunas Relating to Transfer of Human Relations Trainin_g 
"Training supervisors in human relations will result 
in changes in the supervisors' attitudes and philosophy, 
••• these changes will be reflected in their behavior 
towards employees on the job, that this changed behavior 
will be seen by the employees, and that they in turn 
become more satisfied with their work situation, then 
more highly motivated, and ultimately, more productive 
workers (Mann, in Arensberg, Et. Al, 19.5'7, p. 150)." 
Although Mann, in this writing refers primarily to the 
lecture-discussion and case method approaches to human relations, 
rather than to sensitivity training laboratories, the above 
observation reflects, at least in part, the expectations which 
laboratory trainers have for participants of sensitivity training 
programs • 
••• subordinates react favorably to experiences that 
they feel supportive and increase their sense of 
importance and personal worth. Similarly, persons 
react unfavorably to experiences that are threatening 
and decrease or challenge their sense of personal 
worth. Each of us as an individual, as a human 
being, has an inborn desire for a sense of importance, 
or personal worth. We want appreciation, recognition, 
a feeling of accomplishment, and a feeling that 
people who are important to us believe in us and 
respect us. If we get this needed sense of importance 
and personal worth, we are positively motivated; if 
not we are negatively motivated and we react un-
favorably ••• An individual's reaction to any situation 
is always a function not of the absolute character 
of the interaction, but of his perception of it. 
It is how he sees things that count, not objective 
reality. Consequently, an individual will always 
interpret an interactinn between himself and the 
organization in terms of his background and culture, 
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his experience and his expectations •••• It is essential, 
therefore, that e~ch interaction be of such a character 
that there will be a maximum probability that the 
subordinate will, in the light of his experience 
and expectations, feel that the experience supportive 
and contributes to his sense of personal worth (Likert, 
1955, op. 6-7) • 
Likert suggests here that in order for the participant to realize 
the aims of laboratory training as they relate to his interaction 
with his on-the-job environment, it's essential that that environ-
ment fulfill the individual's interpersonal needs4 that is, if 
the returning participant does not perceiveS a supportive atmos-
phere in his back-home situation, he will react unfavorably, e.g. 
in this context, he will not attempt to utilize his laboratory-
derived beliefs and practices. 
Speaking more specifically of sensitivity training 
laboratories, Hepner suggests that if participation in the training 
process has been effective, 
The first impact will probably occur in the trainees 
own perceptions about himself and others. His new 
assessmen~ may lead to more confidence and security, 
and to less anxiety in his day to day relations on 
the job. Next, the repercussions of such insights 
will probably be felt by those with whom he deals ••• 
As he begins to feel his way and explores new behavior 
patterns, he must be supported by his co-workers to 
utilize the understanding and skills which he has 
learned. He needs an environment where human relations 
practices are a part of the total organizational 
philosophy, where 'gimmicks' and manipulative devices 
are recognized and depreciated for what they are 
(Hepner, 1958, p. 444). 
4for an interesting exploration of, and research into 
the effects of individual needs on, and because of, group interactions, 
see Schutz, William, 'tFiro: A Three Demensional Theory of 
Interpersonal Behavior," New York: Pinehart & Company, Inc., 1958. 
5An unusual treatment of interpersonal perception in the 
work situation is given by Douglas MacGregor in The Human Side of 
Enterprise; New York: McGraw-Hill, 1960. 
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Bennis, however, (Bennis, 1962) speaks more directly to 
the dilemmas involved in transfer of laboratory training goals. He 
refers to "meta-goals," or values, which, he says, "transcend and 
shape the articulated goals." The crucial factor relating to 
these meta-goals is the realization that they, "once internalized, 
lead to a set of values which may run counter to the participants' 
sponsoring organization." Bennis' four 'lpivotal" meta goals are: 
1. Expanded consciousness and recognition of choice 
which is realized in the laboratory by " ••• extracting 
participants from their day to day preoccupations, 
cultural insulation, and de-routinization. Parallel 
to, and combined with this unfreezing process, is an 
emphasis on awareness, sensitivity, and diagnosis, 
all of which encourage the participant to think 
about his behavior - most partic~larly to think 
about how he chooses to behave. nb 
Analagous to this process is that of psychotherapy in 
which process according to Karl Menninger, "a regressive situation 
is evoked whereby the patient is deliberately forced to re-
experience situations which bind and immobilize present choices." 
According to Brussel, 
"when education takes into consideration the fact 
that the ego may not be free to learn new methods 
and techniques because much of its energies may be 
consumed in conflict relating to the area under study, 
to the learnin~ environment, or to the teaching 
person, it becomes more dynamic and comes closer 
to the borderline of What is psychotherapy." 
2. A "Spirit of Inquiry" ••• 11an attitude ••• a complex 
of human behavior and adjustment that ••• includes 
many elements. The first may be called the 
hypothetical s~irit, the feeling for tentativeness 
and caution, the respect for probable error. 
6see Lewin and Grabbe, "Principles of Reeducation" 
in Benne and Muntyan, Human Relations in Curriculum Change, 
New York: The Dryden Press, 1951. 
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Another is experimentalism, the willingness to 
expose ideas to empirical testing. The exingencies 
of the laboratory situation help to create this 
orientation. For the ambiguous and unstructured 
situation creates a need to define and organize 
the environment. In addition, the participants 
are prodded and re'Iarded by staff members to 
question old, and try new, behaviors; they are 
reinforced by concepts to probe, to look at 
realities unflinchingly, to ask, why. 
" ••• In laboratory training all experienced behavior 
is a subject for questioning and analysis, limited 
only by the participants' threshold of tolerance 
to truth and new ideas. 
"Both meta-goals, 'the spirit of inquiry' and the 
'recognition of choice,' imply that curiousity about 
and making sense of human behavior are ••• legitimate 
and important ••• phenomena." 
3. Authenticity in Interpersonal Relations ••• An 
important imperative in laboratory training has 
to do with the relatively high valuation of 
feelings: their expresstn and their effects. The degree 
to which participants can communicate feelings and 
in turn evoke feelings from other members is re-
garded as an important criterion of group growth. 
One theory postulates that 'group development 
involves the overcoming of obstacles to valid 
comma~ications,7 i.e. where valid communications 
are defined as interpersonal communications free--
as far as humanly possible--of distortion. 
Authenticity, 'leveling,' and 'expressive feelings' 
comprise an important part of the laboratory argot 
(e.g., verbalization of real, experienced feeling 
rather than that which is felt is expected). 
4. "A collaborative Conception of the Authority Relationship." 
The atmosohere of laboratory training differs from the 
Weberian emphasis on legitimacy of position in that the laboratory 
emphasizes the roncept of "authority relationship,'' e.g., "the 
contractual elements are understressed, and the collaborative and 
7For a fuller exploration of this thought see Warren G. 
Bennis and Herbert A. Shepherd, "A Theory of Group Development'' 
Human Rel, 4:1956. 
interdependent elements are accentuated. 
UnderlYing this conception of authority is the 
'double reference' held toward superiors ~nd 
subordinates based on person and role ingredients. 
For the subordinate and superior have to view each 
other as role incumbents with a significant power 
differential (even taking into account the inter-
dependence) as well as human beings with strength 
and weaknesses • 
••• The teaching-learning process of laboratory 
training is a prototype of the collaborative 
conception of authority ••• learning is accomplished 
through the requirements of the situation and 
a joint, collaborative venture between the trainer 
and the participants ••• participants can exercise 
self-C''ntrol in the learning process; i.e., the parti-
cipants ~ccopt influence on the basis of own 
evaluation rather than reliance on outside controls, 
such as rewards and punishments. Internalization 
through credibility-rather than compliance through 
exogenous controls - is the type of social influence 
employed in laboratory training. It is precisely 
this form of influence which holds for the collaborative 
conception of authority" ••• which exists in the 
sensitivity training laboratory (Kikert, 1955). 
In summary, thus far, we may consider the goal and object 
of laboratory training to be ••• 
to provide participants the opportunity of experiencing 
relationships Which are primarily human rather than 
primarily task-oriented ••• to establish the value of 
recognizing, exploring, and accepting one's own and others' 
feelings, emotions, and interpersonal needs as legitimate 
bases of interaction. It is assumed by lab planners 
(trainers) that participants will be gratified with their 
relatively brief laboratory life and will be motivated 
to create similar bases ibr interpersonal interaction 
in their family, social and work environments (Osh~, 1962). 
However, Bennis (1962) proposes the ?OssibiHty there 
exists still another goal with which laboratory training must deal. 
That is, if we are to consider the e~fects of the laboratory 
training process on the individual, we must also consider the indi-
vidual, as a part of, and subject to the influences of a number 
of interpersonal relationships. These may or may not compliment 
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and reinforce (or resist 3.nd prevent) the application or practice 
of those values (meta-goals) and learnings derived from the program. 
Not the least salient of these relationships is the back-home 
organizational work situation. There exists the potential for 
conflict between the individual's desire (and attemut) to fulfill 
and pr:'lctice the above mentioned goals and meta-goals and the 
organization's juxtaposed but contrary expectations of the 
individual' s behavior ~n regard to his formal and informal roles 
within the organization. This conflict m~ result in the inability 
of the individual to apply his laboratory-derived learnings. 
The present research deals with the effects of laboratory 
training on the perceived approaches which participants adopt 
in diagnosing their own back-home interpersonal problems. Thus, 
the paper does not attempt to directly investigate the degree to 
which individuals actually realize the laboratory's goals or meta-
goals; rather, we are concerned with comparisons of the partici()ants' 
perceptions of their own on-the-job problem situations at different 
points in time. It is felt that the differences in the participants' 
perceptions would be attributable to the intervening variable, the 
laboratory training. Further, the degree and extent of change in 
the perceptions of the problem situations would be a reflection 
of the de~ree and extent of the points of similarity seen between 
the laboratory training experience and the back-home situation. 
Assuming the above model is appropriate, t'B following 
represent several considerations which might, infhmce transfer, 
either by facilitating or preventing it. 
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Lippitt, Watson, and Westley (1958) indicate an extremely 
salient factor in effective transfer of such learnings and skill -
that of support for the changed behaviors of the "client-system" 
(the participant or group of participants) in the back-home situation 
and the opportunity to collaboratively reinforce and spread the 
change to other parts of the system of which the client-system is 
a part. The writers infer that the absence of such opportunity 
to collaborate corresponds to a lack of, or withdrawal of support 
which in turn results in ineffectual, unsuccessful transfer. 
These writers feel that in the range of changes possible, as a 
result of laboratory training, " ••• no single change can equip a 
system to meet every problem that may arise in the future, unless 
it is the change from unwillingness to •nllingness to change." 
••• "The clients' ability to face new problems and new changes" is 
similar to Bennis' meta-goal, the "Spirit of Inquiry." 
We must, however, recognize the extremely influencial 
forces which are generated as a result of personality or behavioral 
change. Mann and Neff ( 1961) speak of the ''effects of change on 
the individual", e. g., that the initiation of change produces 
stress-situations for the participants due to the upsetting of the 
initial state of equilibrium. Also, it is usually during this 
period of time when the participant experiences the expectations of 
the larger group of which he is a member in relation to his perfor-
mance. That is, the partc"~pant feels that he is expected to perform 
at a level which is quantitatively and qualitatively different from 
his former level. 
Change can, however, proceed no faster than those who 
are involved en it can underst?nd, accept, and respond appropriately 
to the situational demands. For example, 
A change is more likely to be smooth, aopropriate, 
and lasting when its introduction allows for a 
greater exchange of information between those engineering 
the change and those being directly affected by it, 
for a fuller opportunity to learn the patterns of 
behavior and thinking required tq perform under new 
procedures and systems (Mann and Neff, 1961, pp. 83-84). 
Effective transfer of learnings may be influenced by the 
presence or absence of conflicting expectations. That is, for example, 
if the returning participant and/or his superiors, colleagues, 
or subordinates do not, or feel they cannot, for some reason, allow 
for such an exchange of information in the on-the-job setting, 
mutual expectations may be perceived as being discrepant and obtuse. 
This might have the effect of restructuring the participant's 
perception of the value and applicability of his laboratory-derived 
learnings and skills. That is, the laboratory training exoerience 
and the on-the-job situation may be perceived as being unrelated, 
dissimilar experiences. This might result in the participant's 
reoudiating the appropriateness and thus, the transferability of 
the laboratory-derived beliefs and practices. Therefore, sufficient 
transfer of training to sustain a lasting change might be prevented. 
It appears as if one key factor in the relative transferability 
of such beliefs and practices might be that of the returning 
participant's relative effectiveness as a "change agent" (trainer) 
in relation to those with whom he interacts on an interpersonal 
level in the on-the-job situation. 
In the following chapter there is presented a series of 
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studies, the purpose of which was to evaluate the effectiveness of 
the various types of human relations training programs in terms of 
their providing a vehic 1e through which the individual may res::Jlve 
his interpersonal dilemmas as well as the ability of the individual 
to transfer his learnings from the training program to his back-
home situation. 
CHAPTER II 
Evaluation of Human Relations Training 
Introduction 
Although not derived directly from evaluative studies of 
human relations training, this writer believes that mention should 
be made of a precept, verbalized by Rensis Likert, that has 
greatly influenced the quality of human relations training in 
general. As opposed to human relations theories, Likert cites 
the traditional theories of "scientific management" as being 
inadequate in accounting for individual and group behavior and 
attitudes in the organizati0nal setting. These theories are based 
on the assumption that 
" ••• if you buy a man's time, you have the 
power to influence his behavior. It is the 
manager's responsibility to give orders and 
directions; it is the subordinate's responsi-
bility to accept them and implement them fully." 
Likert suggests that successful integration of "scientific 
management approach and the insights obtained from the research 
on leadership, motivation, and organizational factors ••• " will lead 
to the development of an organizational and management system which 
will make full use of both. These motivational forces include: 
( 1) economic motives; ( 2) the desire for personal growth and 
achievement in terms of the individuals' values and goals, desire 
for status, recognition, approval, acceptance~ and the like: (3) 
the search for security: (4) curiosity, creativity, and the desire 
for new experiences. 
The conditi_ons eesential for the implementation of 
such an integrated theory are: 
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1. All ~organizational_? operating procedures for 
executing specific, specialized functions ••• must 
be consistent with one another and fit together in an 
integrated and harmonious pattern. 
2. All the operating procedures, and the methods for 
utilizing them, must be of such a nature as to create 
a maximum probability of eliciting strong motivational 
forces that are consistent with the goals of the 
organization. Moreover, these motivational forces 
should be of such a character that they reinforce one 
another rather than conflict. 
3. The operating procedure must be of such a character as 
to utilize fully all the potential power and research 
of scientific management, cost accounting, and related 
managerial processes." (Likert, 1956, pp. 4-5). 
It is not inconceivable that cntemporary business organ-
izations are dissatisfied with the effects of reliance upon principles 
of scientific management. This dissatisfaction is illustrated by 
the extent to which they are now seeking, through various forms 
of human relations training programs, to integrate "scientific" 
management with the psychological theor~es of individual and group 
behavior. This, then, sets the stage for a discussion of the human 
relations training possibilities confronting the individual desirous 
of learning more about himself and his interpersonal relationshins 
with other people, e.g., one the one hand, an intellectualized, 
pre-fabricated, "principles of" plus "how to" approach and on the 
other hand, a more pragmatic, spontaneous, experimental and/or 
an affective "gut-level", laboratory approach. This writer feels 
that the latter form of training may have the greater potential for 
realizing the goal of transference of learning and training from the 
learning and training situation to the on-the-job setting. This 
assumption is based ~n the apparently close correspondence of 
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laboratory training to the integrated approach to which Likert 
refers. However, in resent years a new trend in human relations 
training, e.g., Laboratory training, seems to have made a consider-
able impression on its participants. 
Man types of Human Relations training programs use the 
lecture-discussion, the incident-process, and/or the case method--
among others.l However, in sensitivity laboratory training-as 
indicated in chapter I - the primary vehicle of learning is the 
T-Group. It is not the purpose of this paper to determine the 
extent to which the more traditional and laboratory human relations 
training programs either differ from, or are similar to, one 
another. However, many of the data generated from evaluative 
research on the more traditional programs appear to be applicable 
to laboratory human relations training. Therefore, the following 
data are presented in two sections to acquaint the reader with 
some of the historical research references. The first section 
will primarily deal with evaluative research on the more traditional 
programs, and the second with that research relative to sensitivity 
laboratory training in human relations. 
Several studies have been made in relation to the 
effectiveness of lecture-discussion human relations training 
programs in terms of realizing their expressed ~als which are: 
(1) increasing participant awareness diagnostic ability and 
understanding of human relations problems as they exist in the 
1For a brief list~ng and explanation of some of the 
major tools of the more traditional Human Relations training, 
see R. J. Hacon, Management Training: A~ms and Methods, (London, 
The English Universities Press, Ltd., 1961), pp. 39-120. 
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on-the-job situation; and ( 2) the transfer of these learnings from 
the training program to the work environment by means of changes 
in the participant's behavior. 
In general, the results of the studies indicated that 
participants did tend to increase their underst1nding of human 
relations problems to some extent. However, regardless of whether 
pre-post training (R.R. Cantor, 1949), post training only (E.A. 
Fleishman, 1953), or pre-post training plus experimental-control 
group (B. B. Tyler, ·1949, and E.F. Harris, 1952) comparisons were 
employed, the results were not statistically significant. 
In terms of effective translation from the training 
program to the work situation, it was found through the Cantor 
and Tyler studies that "classroom learning does not guarantee the 
translation of such learning into job performance" (Mann, in 
Arensberg, et al, 1957, pp. 152-153). Similarly, there was little 
evidence that the Fleishman and Harris programs had an effect on 
the trainees' on-the-job behavior (Mann, in Arensberg, et al, 
1757, p. 157). 
Further, it would appear that C·1ntor1 s training program 
(Cantor, 1959, pp. 43-44) accomplished little more than providing 
intellectualized labels for various factors involved in those 
interpersonal relationships with which the participants were previously 
familiar. In attempting to apply these learnings to unfamiliar 
situations, it became evident that the participants were unable to 
effectively diagnose the situation. 
Fleischman and Harris (1955) indicated that the act of 
separating the trainees from their work groups and making them, 
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through the program material, keenly aware of their role in their 
organization as managers were a key factor in offsetting the 
anticipated consequences of making the foremen more considerate 
of employees as human beings. This may have been due to the 
apparent lack of opportunity to practise new behaviors in an 
experimental setting first, i.e., before returning to the actual 
on-the-job environment. 
It should be noted that research designs used for the 
above-mentioned studies are subject to some criticism ••• 
Systematic, quantitiative measurement of change processes 
••• it is still in its infancy. Longitudinal studies 
are rare - social scientists seldom attempt to obtain 
more than a single 'before' and 'after' measurement 
and are often content to try to decipher findings from 
ex ltst facto study designs (Mann, in Arensberg, 1957, 
p.. 7). . 
In an attempt to develop a means by which participants 
of a human relations training program would accept and use survey 
and research findings relating to their work and work environment, 
Mann and R. Likert (1952) introduced an, up to then, new concept 
in "in-plant" training programs. 
It be.~ ~in 1948_7 with a report of the major findings 
ot La_; survey to the president and his senior officers, 
and then progressed slowly down through the hierarchical 
levels along functional lines to where supervisors 
and their employees were discussing the data. These 
meeting were structured in terms of organizational 
1 families' or units - each superior and his immediate 
subordinates considered the survey data together. The 
data presented to each group were those pertaining to 
their mm group or for those subunits for which members 
of the organizational unit were responsible. 
Members of each group were asked to help interpret 
the data and then decide what further analysis of the 
data should be made to aid them in formulating plans 
for constructive administrative actions. They also 
planned the introduction of the findings to the next 
level (Mann, in Arensberg, et al, 1957, p. 158). 
-3)... 
The results of this program were such that it was felt that herein 
lay a "powerful orocess for creating and supporting change within 
an organization (Mann, in Arensberg, et al, 1957, p. 159). 
In order to test the effectiveness of this communication 
pattern - called "feedback" - which had been developed, a detailed 
survey of attitudes was taken in 1948, 1950, and in 1952 (this 
appears to have been the first longitudinal study on hum~n relations 
training). The 1950 and 1952 surveys were used as the before-after 
measurements. Four experimental and two control groups were 
utilized. 
Major positive changes occurred in the experimental 
groups on how employees felt about (1) the kind of 
work they do ••• (2) their supervisors ••• ()) their 
progress with the company ••• and (4) their groups 
ability to get the job done ••• More employees 
in the experimental departments saw changes in 
(1) how well the supervisors in their department 
got along together; (2) how often their supervisors 
held meetings; (3) how effective these meetings 
were; (4) how much their supervisors understood the 
ways employees looked at things, etc. (Mann, in 
Arensberg, et al, 1957, p. 161). 
There were two implications of these findings. First, 
they indicated the extent to which feedback was effective in increasing 
understanding and communication and therefore, having the effect 
of changing supervisory behavior. Seconq and perhaps of greatest 
significance, it aopeared that an observable pattern had emerged 
from the program, i.e., "the greater the involvement of all 
members of the org~nization through their organizational 'families' 
••• the greater the change (Mann, in Arensberg, et al., 1957, p. 162)." 
Sensitivity Laboratory Training 
For the puFoose of surveying research data relevant to 
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paper, I have included data which represents as complete a 
selection of longitudinal studies of the participants' perceptions 
of effects of training as is possible at present. 
Miles (1957, 1959-2, and 1959-6) presents a topical 
outline which demonstrates the individual's development within 
the laboratory training groun. His first consideration is that 
the individual must want to change. This implies that the 
individual must be dissatisfied with is behavior. Such dissatisfaction 
implies some discrepencies between the individual's "ideal self" 
(as used by Burke and Bennis, 1961) - the way he would like to 
be - and the way in which he feels othe·r people nerceive him. It 
has been indicated that ••• 
The 'least-change 1 members displayed more clearly def·ined 
self-concepts. ·rhey were more sure of the kinds of 
people they were ••• they were also more like one another 
with respect to the content of their self-precept ••• 
The 'most-change' members were a more diverse lot 
and were a good deal less sure of the kinds of people 
they were. It seems reasonable to assume that the 
'most-change' members were motivated to use the 
training group as an opportunity to resolve some of the 
inconsistencies and conflicts expressed in their 
initial self-descriptions (Stock, 1958, pp. 169-170). 
If we are able to accept this, the implication seems to be that 
those individuals who are most willing to change and who are most 
dissatisfied, are also those who are least sure of who they are. 
They are, therefore the same individuals who are most willing to 
unfreeze their old behavior patterns - Miles' second consideration. 
It seems reasonable to assume that before an individual 
is willing to exchange one behavior pattern for another, he' must 
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first have some reassurance that whatever change he makes will 
be for the better. This appears to correspond to Lieberman's 
(1958) observation that individual change is influenced (in part) 
by either the congruency, or lack of congruency, between the group 
culture (atmosphere) and the individual's behavior. Inappropriate 
behavior is seen to be that which is not congruent to the group 
culture. Pressure, in such instances, appears to be exerted on 
the member who is displaying such incongruent (deviant) behavior. 
Thus, a behavioral change is forced, i.e, the individual is 
pressured to conform to the group culture. By making such a 
behavioral change, the individual is more or less assuring 
himself th~t he will then be perceived and resoonded to by the 
group in a manner that is satisfying to him. Thus, it is possible 
that the individual's perception of his "self" and his "ideal self" 
will tend to converge. This shift would occur because of the way 
in which the self was oerceived (by other group members, and there-
fore, by the individual himself) rather than the way in which 
the ideal self was conceptualized (Burke and Bennis, 1961). 
This alteration in the individual' behavior appears to 
correspond to the trial and error experimentation learnine which 
typically represents Miles' third consideration, the individual's 
involvement in the training program.group. Harrison (in orogress) 
has indicated that this experimentation, based on incongruent 
dissonent member behavior constitutes ••• 
the learning potential of the group ["which_? lies i.n 
its ["the group's_7 generation of dissonant situations 
(so long as they are not too overwhelming) and the 
individual's tendency to want to try to reduce tension. 
If too great a threat to the group exists, the members tend to 
retreat to unproductive behaviors, ie., "devaluating training", 
withdrawing, percentual distortions, and the like. Similarly, 
Mathis (1955) seems to feel that productive conflict tends to 
stimulate individual search for solutions to problems arising; out 
of group situations (concepts by Bion, 1959). That is, pairing 
and fight " ••• provides the individual with support and agressive-
ness to enable him to move 'toward' problem situations and inter-
act 'personally' with the problem." However, dependency, flight, 
and immobilization seem to be those characteristics which are 
employed by those individuals who are either unable to deal with 
problems or who are confronted by an overwhelmingly (for them) 
dissonant situation. The latter of Mathis' concerns seems to 
reflect some characteristics which would impair the individual's 
ability to fulfill Miles' fourth consideration, e.g., clear 
reception of feedback from others about his behavior in the group. 
Although the above research findings may appear to relate 
to this paper's recurrent theme (the problem of transfer of 
learning and training) only tangentially, it appears to this writer 
that the same problems with which the individual must deal in the 
training group are also those with which he must deal upon his 
return to his on-the-job situation. This hypothesis may be 
illustrated by the studies which follow. 
Miles (1959-2) has hypothesized that the degree and extent 
of the transfer of laboratory-derived beliefs and practices are 
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dependent upon the individual participant's perception of the appli-
cability of such learnings to his particular back-home setting. 
That is, if the individual perceives the relevance of his newly 
acquired beliefs and practices to his on-the-job situation, he will 
attempt to apply such learnings to the degree and extent which is 
seen to be either appronriate or possible. 
This hypothesis was, however, only indirectly (not statis-
tically significant) supported. The above does, however, correspond 
to Watson, et al (1961) who first, determined that participants 
who experimented in their back-home setting with new ideas and 
skills encountered obstacles, whereas those who did not experiment 
remained unaware of potential obstacles. It appears that those who 
did experiment on-the-job were those who (in the course of, or 
prior to, the laboratory training program) had formulated clear 
change objectives. This appears to have led to a general willing-
ness to change as well as a perception of their back-home jobs 
as being "high in potential change" (these characteristics appear 
to be quite similar to those mentioned by Stock, see page ). 
Further, those participants who did not demonstrate use of laboratory-
derived "skills or techniques" or experiment upon their return to 
their back-home setting seem to have been those who had expressed: 
an initial expectation that they would derive few relevant learnings 
applicable to their back-home situation; as well ~s the feeling of 
little increased self-understanding or self confidence 
Secondly, those participants who experimented in their 
on-the-job setting and were unable to perceive either appropriate 
application or acceotance of laboratory-derived beliefs and prac-
tices, exoerienced anxiety in varying degrees of intensity. This 
seems to have led to a reduction of the participants' experimenta-
tions. These participants seem to have been those who, in the course 
of training, perceived: many obstacles inherent in their on-the-job 
situations, high gains in self-understanding and self-confidence, and 
success in the use of laboratory techniques and diagnostic skills. 
Finally, those p~ticipants who found their laboratory 
experience frustrating did not encounter as many obstacles in their 
back-home situations as they had originally expected. This seems 
to have rr:-•llted from their indifference to the laboratory-derivable 
learnings. Unless it is possible to combine diagnostic analysis 
and remedial action, "research, diagnosis, and recommendations for 
change ~in any given situation_? tend to stimulate insecurity, 
aggression and rationalization rather than motivate efforts to 
make changes (Chin, in Bennis, Benne & Chin, 1961). 
The following studies and discussions seem to indicate 
some of the possible directions wherein an effective resolution to 
the re-entry problem (illustrated above) may be found. 
Argyris made an empirical study of a so-called "family-
lab" involving a group of executives (a functional unit from the 
same organization who normally work together) who had together 
experienced laboratory training. As a result of the laboratory 
experience, the p~ticipants increased their sensitivity to, and 
awareness of, their own and others' feelings. This led to a 
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significant, observable reorganization of those behavior patterns 
(which had nreviously been perceived as being less helpful in 
the transaction of organizational work and interpersonal relation-
ships) among those executives who had participated in the laboratory. 
However, these executives did not show any significant difference 
in their ways of seeing and interacting with those of their 
colleagues who did not attend the laboratory (Argyris, 1962). 
In a follow-up study on the same population, Roger 
Harrison (1962) determined that the participants, as a result of 
the laboratory training, did increase their " ••• desire and ability 
to perceive and respond to interpersonal and emotional aspects of 
behavior. 11 However, the ineffectual transfer of learnings was 
attributed to the "difficulties experienced ••• by persons of 
relatively high status and power in changing the demands of the 
organizational structure and the expectat:bns of others" ••• from a 
more exclusively economic, rational, and intellectual emphasis to 
one in which interperson~l and emotionally based beh~viors are 
dealt with openly and effectively (Harrison, in Argyris, 1962). 
In a progress report on research dealing with similar 
data, Harris.on suggests 
•••. that for many participants there are strong pressures 
from associates and from organizational structure to 
continue familiar patters of behavior and perception. 
These pressures may in many cases not permit real use and 
test-tng of one 1 s increased sensitivity and competence 
in interpersonal areas (Harrison, in progress). 
Harrison infers that "the period of transition from laboratory to 
home organization is orobably the point of.greatest pressure to 
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abandon learning and new behavior." This appears to be the 
"training crisis" in which laboratory trainers and planners are 
least able to offer help and support to participants. Much of the 
participants' learnings may be rendered ineffective as a result 
of individuals and groups being "cast adrift" to resolve their own 
problems of integrating training with the demands of work and 
the organization. 
The question to which this paper is addressed is: to 
what extent are participants able to integrate the learnings 
derived from laborato~; training with the social and organizational 
demands encountered upon their return from training groups. A 
relative factor is the participants' perception of the nature and 
means of resolution of the problems inherent in the on-the-job 
situation. 
CHAPTER III 
Background to the Research 
Introduction 
The present study is a follow up and evaluation research 
on 58 partictpants in a two-weeK management woek conference (Oshry, 
1962). Oshry measuredl changes in the participants' diagnostic 
approaches to interpersonal problem situations. The current 
research dealth with the same participants three to six months 
later in order to determine (a) the stability of changes over a 
period of time, and (b) the relationship between change and charac-
teristics of participants and their organizations. 
In this chapter are oresented: (a) a brief summary of 
the results from the Oshry study, and (b) a comparison between 
the present sample of participants and those studied by Oshry in 
order to determine whether the former sample is representative of 
the latter. 
The Population 
The data form this study were derived from evaluation 
instruments (discussed below) administered to 58 participants in 
a two-week resident human relations laboratory program, the 
lThe evaluation instrument used was the "Back-Home Problem 
Ana]ysis" (referred to in this paper as the "BHPA). The BHPA was 
developed by Barry Oshry and is presented in its complete form in 
Appendix II. The instrument is designed to measure the various 
aspects of laboratory participants' diaRnostic aoproaches to inter-
personal work oroblems with which they were current~ confronted 
in the back-home organizational life. 
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"Management Work Conference" planned and staffed by the National 
Training Laboratories and he~ at Columbia University's Arden 
House i.n Harriman, New York. The program's activities centered 
around the T-Group with suoporting "theory sessions" and "skill 
exercises", 2 designed to increase understanding to T-Group 
ohenomena and assist partie; pants in ''bridging the gap" between 
the T-Group and their back-home on-the-job experiences. (Oshry, 1962) 
The participants were middle-managers primarily from 
private business and indust~·. A few from Universities and State 
and Federal agencies also participated. They represented twenty 
states, the District of Columbia, and two foreign nations. The 
particioants indicated that they came from the following types 
of organizations: food, railway, electronic, telenhone, metal, 
aviation, data processing, oil, chemical, insurance, hotel, auto-
mobile, utilities, and University's. There were managerial and 
technically-oriented participants from: production, marketing, 
finance, em'lloyee relations, research, and development, as well 
as general management. 
Sample I: 
Each of the participants was asked by the laboratory 
trainers to complete the BHPA questionnaire on the first and 
next to last days of the laboratory. Of the fifty-eight participants 
only forty-six were found to be usable according to the criteria 
established by Barry Oshry.3 (See table III-1). 
2Examples of both 11 thoery sessions" and "skill exercises 
are exhibited in the NTL Trainers Workbook, Nos. 1 through 6, Washington, 
D.C.: National Training Laboratories. 
3The results of the data thus derived are presented in 
Barry I Qshry, "Changes in Perception of On-the-Job Problems following 
Laboratory Training" (in preparation). 
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The criteria emoloyed by both Oshry and the present 
writer in order to differentiate between those data which were 
to be used in the study and those which were to be discarded and 
not used are as follows: (1) Any set of BHPA questionnaires 
complete for both before and after training could be included in 
the study ( 2) Those persons whose questionnaires lacked pre 
or oost data either wholly or in part (five or more omissions from 
more than five, of the nineteen parts of the eight sections,) were 
excluded for study purposes. 
Sample II: 
Three months after the training laboratory, this writer 
sent out the BHPA questi.onnaire with two additional sections: (1) 
A demographical data section; and (2) a section dealing with the 
participants' perception of the current status of their problems. 
The questionnaires were mailed to all of the original fifty-eig1t 
participants in the Arden House program. As each of the participants 
had identified himself by coded number in order to maintain 
anonymous, a list of ''caosule" descriptions of each problem and 
the code numbers of the particioants was enclosed. Despite three 
mailings following the original, only eighteen usable questionnaires 
were forthcoming. Thus, the data which make up this study are 
derived from eighteen "pre", "post", and "post-post" BHPA question-
naires, or thirty one percent of the original population (see Table 
III-1). 
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Pre-Training Post-Training ( 1) 
f % f % 
58 100.00 46 79.31 
(1) Study by Oshry, 1962 
(2) Present study 
Post-Post Training (2) 
f % 
18 31.03 
TABLE III-1 
Distribution of the Population Studied 
Representativeness of Sample II 
According to Siegal (19 ), " ••• the Mann-Whitney 'U' 
test may be used to determine whether two independent groups have 
been drawn from the same population." The test was aoplied to 
each of the seventeen series of data making up the six sections 
of the evaluation instrument which were used in the present study 
in order to determine the nature and extent of similarities and/or 
dissimilarities between the two groups of participants. 
The results of the "U" test (see Table III-h) indicated 
~h~t fourteen of the seventeen sets of data were similar. The 
remaining three sets of data--(1) the utility of other person's 
resources for resolving interpersonal dilemmas; (2) the extent 
of the participants' control over the back-home problem situation; 
and (3) the generality of the participants' problem-causing behavior--
seem to be random variations. 
We are thus able to infer that the data derived from Sample 
II is representative of the larger sample from which it was drawn. 
Question 
Number 
2 
4.a 
6.a 
4.b 
6.b 
7.a 
7.b 
8. 
9 •. 
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TABLE III-3. 
S?EARMAN RANK CORRELATION COEFFICIENT1 
FOR STABILITY OF SAMPLE -
II 
(a) 
Administration 
Sources of the :eroblem: 
Self 
Other 
Environment 
Sensitivity to Others' 
needs 
Sensitivity to own 
needs 
Others' needs as cause 
of the problem 
Own needs as a cause 
of the problem 
Availabilit;t: of resources; 
Self 
Other 
Personal Environment 
Impersonal Environment 
Utility of Resources: 
Self 
Other 
Personal EnviroTh~ent 
Impersonal Snvironment 
Control over problem 
Centrality of problem 
1see Siegel (1956), pp. 202-213. 
*Significant at the .05 level. 
**Significant at the .01 level. 
I:II 
.58** 
• 73** 
• 70** 
.65** 
.32 
.64** 
.46* 
.73** 
.87** 
.67*-* 
• 84·:1-* 
.82-H 
.67** 
.49* 
.49* 
.46* 
.63*-* 
(b) 
Administration 
I: III 
• 72** 
.44-lh'l-
.BO~Pn• 
.55;~ 
.32 
.63{HI-
.28 
.48-11-
.65-Y..-:t-
.45* 
.s 2-l'~ 
.84~~-* 
.84~~-* 
.6h~H~ 
• 72-ll--:1-
.66~HI-
.58*>1-
(c) 
Administration 
II:III 
.39 
.43* 
• 70~1-* 
.31 
.34 
. 70 .. ~}* 
.53~f 
.64*''f-
.67~~H1-
• 66-:f-:} 
.)9~H~ 
• 80-lHI-
.84** 
• 70·~~-
.1.!3-:r 
.58H 
.90** 
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The following chapter will treat only that data which was 
derived from the particinants of the training laboratory who were 
I 
included in the nresent study. The data to be presented relates 
specifically to the questions under investigation. That is, What, 
if any, are the changes in the way participants diagnose problems? 
Also, do the changes indicated by Oshry hold up over a period of 
time? 
Stability of Sample II 
One concern in this study is that of individual movement 
within the tctal samnle and the sub-samples in relation to the 
other subjects who were studied. That is, for example, does the 
respondent who initially indicates (through his first responses on 
the BHPA evaluation instrument) that he ranks number one in 
relation to the other particiuants tested, rema~n at, or near, that 
position (as determined by his responses to the subsequent admin-
istrations of the instrument.) 
Using the Spearman Rank Correlation Coefficient: For 
sixteen out of seventeen of the variables tested, in the comparison 
of the pre to post-training data, significant positive correlations 
were found (see Table III-2, column (2)). Similarly, for fifteen 
of the seventeen variables, in the comparison of the pre-training 
to the three to six months post training data, significant positive 
correlations were found (see Table III-2, column (b). Further 
in fourteen of the seventeen variables tested, the comparison of 
the nest-training to the three to six months post training data 
significant positive correlations were also found (see Table III-2, 
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TABLE III-2 
THE MANN-WHITNEY U TESI'l FOR REPRESENTATIVENESS OF THE SAMPLES 
Hp 
Question 2: 
Question 4: 
Question 6: 
Question 7: 
Question 8: 
Question 9: 
There is no difference between those respondents who 
returned the third questionnaire as well as the first and second 
(sample III: n-18) and those respondents who returned only 
the first and second questionnaires (sample II: n - 28). 
Sample III is stochastically different than sample II. 
"z" ~3 RESULT2 
Sources of the Eroblem: 
Self .88 .38 Ho 
Other .31 .76 Ho 
Environment .15 .88 H 
0 
Sensitivity to other's 
Needs .10 .92 Ho 
Other's needs as cause 
of the problem .17 .86 H 
0 
Sensitivity to own needs 1.08 • 28 Ho 
Own needs as cause of 
the problem .59 .56 Ho 
Av.::tilabili tl of resources: 
Self .60 .55 Ho 
Other .35 • 73 Ho 
Personal arid impersonal 
Environment 1.00 .32 Ho 
Utili t;y: of resources: 
S.,lf 1.36 .16 Ho 
Other 2.15 .03 Hl 
Personal and impersonal 
Environment 1.07 • 28 Ho 
Control over problem 2.17 .03 Hl 
Centrality of problem 2.14 .03 Hl 
1Siegel, 1956, pp. 116-127. 
2significance level: c( -.oS. 
3Two-tailed Test. 
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column (c). 
There was not, at any time a significant co~relation for 
one variable only (Sensitivity to the particiJants' own interpersonal 
needs). At one time or another, non-significant correlations were 
observed for the following variables: (1) the participants' 
perceJtion of their own interpersonal needs as determinants of 
their on-the-job problem situation--BHPA Administration I:III; 
(2) the participants' perception of their own behavioral factors 
as determinants of the problem situation -- BHPA Administration 
II:III; and (3) the participants' perception of their sensitivity 
to the interpersonal needs of the other persons involved in the 
back-home problem situation -- BHPA Administration II:III. 
Therefore, with the exception of the one variable (sen-
sitivity to the participants' Oi..rn interpersonal needs) there aopears 
to be an overall pattern of positive correlations between the relative 
ranks of the participants for the variables over -1-. vlme. 
Therefore, it may be inferred that the BHPA measures do 
di~ferentiate among subjects meas11red and that these differentiations 
are relatively stable over time. Thus, although, the general 
level of scores may go up or down, the relative oositions of indi-
viduals tends to be consistent. 
Summary of the Oshry Study Findings4 
It is assumed that the following changes occurred as a 
4see table III-3, columns (a) and (b). 
TABlE III-4 ~ontrary to pred1cted d1rect1on 
SUM1·1ARY OF TOTAL RESEARCH FINDINGS: p-less than .o5 two-tailed. 
COMPARISON WITH THE OSHR.Y S~UDY PREDIC-~~ Wilcoxin Matched-p~s Signed-Ranks Test 
TIJNS AND FINDINGS 2 Based on Table 8, Appendix I. 
Predicted 
Training SHRY STUDY PRESENT STUDY Goals 
(a) (b) pre-pos.t 
I. AWARENESS OF CENTRALITY OF SELF 
A. Problem determinants 
1. I"!oortance of self Increase Increase Increase No change No change 
2. Importance of other 9ersons DecreaRe Decrease Decrease No change No change 
3. Importance of environment Decrease Decrease Decrease Decre·-1se No change 
B. Generality of problem-causing 
behavior I Increase I No change I No change I No change I No change 
II. HUMANIZING OF SELF AND OTHERS I I I I I 
I 
~ 
A. . Sensitivity to interpersonal '() I 
needs 
1. Self I Increase I Increase I Increase I No change I No change 2. Other nersons Increase No change No change No change No change 
B. Interpersonal needs as problem 
determinants 
1. S.elf Increase Increase No change No change No change 
2. Other persons Increase No change No change No change No change 
III. AI'II'ARENESS OF HUMAN RESOURCES FOR 
RESOLVING INTERPERSONAL DILEMMAS 
A. Availability of human resources 
l. Self Increase Increase No change No change No change 
2. Other persons Increase Increase Increase No change No change 
G: Personal environiJient Increase No change No change No change No change Impersonal environment Decrease Decrease Decrease No change No change 
B. Utility of human resources 
1. Self Increase ~o cRan~e ¥o chan~e Recrliasel 2. Other persons Increase o c. an e ncreas o c ange ~~ c~RiY.t~~-
3. Personal environment Increase No change No change No change No change 
4. Impersonal environment Decrease Decrease Decrease No change No chan~ 
c. Control over problem situation Increase Increase Increase No change Decrease 
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result of the participants' laboratory training experien~e. Follow-
ing training, people tended to see themselves a~ being more important 
causes of their own problems. Less stress was placed on the importance 
of other persons or environmental factors as causes of inter-personal 
problems. Following' training, participants felt they were aware of 
their own interpersonal needs, .and these needs were felt to be more 
important as determinants of the problem situation. Further, the· 
participants saw other persons more favorably after training. 
The participants felt that their own personal resources, 
as well as those of .other persons were more available for resolving 
their interpersonal dilemmas. They saw the resources in the 
imperson~l environment as being less available and less useful to 
the. The participants also felt. that they had more ability to con-
trol their particular problem situation. 
Data From the Present Study Corresponding to the Oshry Study5 
The evaluation instrument used to measure participants' 
perceptions was the same (see Appendix II) for both the Oshry 
and the present studies. In this initial, partial presentation 
only that data (derived from the present research) which corresponds 
directly to the Oshry study is included. That is, only the pre-
post laboratory training data are included in this chapter. The 
complete longitudinal data are presented in Chapter IV. 
Overall, the participants exhibited: (1) a statistically 
5For a detailed exposition of the data which resulted 
from this comparison, s~e Appendix I. 
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significant increase in their perception of the importance of 
self (e.g., personality or behavioral factors within the selves) 
as a determinant of their back-home problem situation; (2) a 
significant decrease ln the perceived importance of problem-
causing personality or behavior patterns in the other people 
involved in the problem situation; and, (3) a significant decrease 
in the importance of the problem-causing factors in the environment 
within which the problem situation exists. 
There were no statistically significant changes in 
the participants' perception of the generality of their own 
problem-causing behavior. 
The participants exhibited a statistically significant 
increase in perceived sensitivity to their own interpersonal needs. 
However, there were no statistically significant changes in the 
participants' perception of: (1) their sensitivity to the inter-
personal needs of others; (2) the importance of other persons' 
interpersonal needs as determinants of the problems; or (3) the 
importance of their own lnterpersoml needs as determinants of 
their back-home problem situation. 
The participants indicated significan[y increased per-
ceptions of: (1) the availability of other persons' resources; 
(2) the usefulness or helpfulness of the resources of the other 
uersons; and, (3) the degree to which they have control over the 
nroblem situation itself. ·rhere was a statistically significant 
decrease in the participants' perception of the availability as 
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well as the usefulness of the resources indigenous to the impersonal 
organizational environment. 
There were no statistically significant changes in the 
participants' level of perception in the following areas: (a) 
the availability and utility of their own, personal resources; 
(b) the availability and utility of the resources indigenous to the 
personal environment of the organization within which the problem 
exists. 
Discussion 
The sample of participants studied by Oshry changed their 
perceptions relating to ten of the seventeen variables ~~ed in the 
evaluation instrument. l'he participants considered in this paper 
changed their percentions relating to nine of the seventeen variables. 
Ei.ght of these nine correspond to eight of the ten variables 
about which Oshry's sample of participants had changed their nercep-
tions. Thus we may be able to say that, with the exception of 
three apparently random variations, the Oshry sample and the present 
sample are similar. This comparison (see Table III-4, columns (b) 
and (c)) seems to imply that the latter sample is representative 
of the former sample from which it was derived. 
CHAPTER IV 
Long-Term Effects of Laboratory Training 
Introduction 
This study represents an attempt to determine the nature 
and extent of the participants' perceived transfer of the values, 
skills, and techniques derivable from the Human Relations training 
laboratory to their back-home organizational problem situation. 
It was felt that one research design which would measure this was 
that of obtaining before and after training data, and then, making 
a comparison between these and similar data obtained at a later 
date. There was to have been sufficient time between the training 
and the final measurement to allo-IN the particioants to apply 
1-1hatever learnings they actually had derived from the laboratory 
experience. It was felt that three to six months was sufficient 
time for the participants to react to the responses of their collea~ues, 
superordinates, and subordinates to their behavior. That is, they 
would have been able to re-evaluate, on the basis of the feedback, 
the extent to w~ich their laboratory learnings were anolicable in 
their atte~pted resolution of their individual problem situations. 
The data, then, generated by the BHPA evaluation instrument would 
be able to discern the nature and extent of whatever reorganization 
had taken pLJ.ce. 
Results 
The total sample of eighteen participants was broken down 
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into two sub-grouos. These sub-groups are referred to as the "high 
changers" and the "low changers" and are composed of nine partici-
pants each. The orocudure used in order to make this differentiation 
was: first, the ''ore" and ll'post" data was collected for all eighteen 
participants; thi~ data was then tabulated and a rank-order was 
made on the b~sis of a ratio between the number of positive changes 
(those which corresponded to predictions) and the number of negative 
(those which changed in the direction opposite to predictions) and 
neutral (no change) changes; finally, the first nine were called 
"high changers" (meaning that group of people whose changes most 
closely aoproximated the laborator,y goals), and the last nine were 
called "low changers" (meaning those participants who were least 
effected by their exoerience in terms of demonstration of attainment 
of the laboratory goals). 
Aside from illustrating the obvious existence of indivi-
dual change differences, it was hoped that this differentiation 
would provide an oooortunity to determine what effects various 
individual or organization demographical variables might have in 
regard to the nature and extent of perceived behavioral and conceptual 
changes. 
The longitudinal data is treated in tlvo sections. First, 
a comparison i~ :nade between the pre-training and three to six months 
post-training data. This is intended to demonstrate the nature 
and extent of participants perceived change that might have taken 
olace in the organizational back-home oroblem situation as a result 
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of the laboratory training. Second, a comparison is made bet1.11een 
the nest-training and the three to six months post-training data 
in order to determine the nature and extent of the participants' 
perceived changes in the value and use of' too laboratory training 
as a function of the organizational back-home problem situation. 
1. Awareness 0f Centrality of Self. 
Theory: In the early phases of T-Group life, as partici-
pants first attempt to come to grips with one another 
and to develop some coherence out of the chaos of T-group 
life, the.variables used by participants in attempting 
to diagnose their interpersonal dilemmas tend Lto be 
seen 7 to lie outside themselves and rest either with 
the other group members ••• or with the environment in 
which th~ find themselves ••• this early avoidance of 
'self as cause of my own problems' may in part be a 
reaction to experiences in other settings in which explora-
tion of self as cause of problem is seen lesr as a sign 
of objectivity than as one of weakness and failure ••• In 
the T-group, one attempts to develop a norm of non-
evaluative feedback in which participants find they can 
explore their own contributions to interpersonal pro-
blems without having these judged as signs of weakness. 
As participants become more capable of mming their own 
feelings, motives and ideas, the total T-group experience 
becomes more coherent for them and they find themselves 
better able to understand ani deal with the interpersonal 
dilemmas in which they find themselves (Oshry, 1962). 
"Pre" to "post-posttt Research Findings: Overall, the par-
ticipants perceived a statistically significant decrease in the 
importance of environmental factors as determinants of their on-the-
job problem. The high changers perceived a similar significant 
decrease. 
There were no significant changes in perception in the 
following areas: 
Total Sample and High Changers: perception of the 
importance of (a) their own behavior and (b) the behavioral factors 
of others as determinants of ~~e problem; and, (c) the generality 
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of the participants' own problem causing behavior. 
Low Changers: perception of the importance of (a) the 
participants' own, (b) other persons', and (c) environmental factors 
as determinants of the problem situation; and (d) the generality 
of their own problem-causing behavior. 
TABlE IV ... l 
CHANGES IN PERCEIVED IMPORTANCE OF 
SELF, OTHER, AND ENVIRONMENTAL FACl'ORS AS DETERMINANTS 
OF PARTICIPANTS' BACK-HJME PROBLEM SITUATION 
( 11Pre 11 to three -six months 11Post" training) 
Locus of Problem 
)eterminants 
Number of Participants 
with Changed Perceived 
Importance Scores 
Number of 
Participants 
Showing No 
Change 
Predictions 
3elf: 
r otal Sa.mp le 
Iigh Changers 
:..ow Changers 
)ther: 
?otal Sample 
Iigh Changers 
~ow Changers 
Increase Decrease 
10 
5 
5 
5 
3 
2 
7 
3 
4 
12 
6 
6 
1 
1 
1 
1 
Increase 
Increase 
Increase 
Decrease 
Decrease 
Decrease 
Research 
Findings 
No Change 
No Change· 
No Change 
No Change 
No Change 
No Change 
·---------------------------------------------------------------------------------~ 
:nvironment: 
'otal Sample 5 11 
[i gh Changers 1 6 
,ow Changers 4 5 
2 Decrease Decrease1 
2 Decrease Decrease1 
Decrease No Ch·'l.nge 
~--Less than .05 (one-tailed). Wilcoxin 
Matched-Pairs Signed-Ranks Test. 
>ample 
-57-
TABLE IV-2 
CHANGES IN PERCEIVED GENERALITY 0~ OWN PROBLEM-CAUSING BEHAVIOR 
("Pre" to three-six months "post" training) 
Number of Participants 
with Changed Perceived 
Generality Scores 
INCREASE DECREASE 
Number of 
Participants 
Showing No 
Change 
Predictions Research 
Findings 
~otal Sample 
!igh Changers 
.ow Changers 
8 
s 
3 
7 
3 
4 
3 
1 
2 
Increase 
Increase 
Increase 
No change 
No change 
No Change 
••Post" to "Post-Post" Research Findings: The low changers 
perceived a statistically significant decrease in the importance 
of other persons' behavioral factors as determinants of their own 
back-home problem situation. 
There were no significant changes perceived by either the 
total sarn:ole or the high changers for the same measure. Similarly, 
there were no statistically significant changes in the perception 
of either the total sample, high changers, or low changers in the 
following areas: importance of (a) the participants' own behavioral 
factors or (b) environmental factors as determinants of the on-the-
job problem situation; and, (c) the generality of the participants' 
own problem-causing behavior. 
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TABlE IV-3 
CHANGES IN PERCEIVED IM?ORTANCE OF 
SElF, OTHER, AND ENVIRONMENTAL FACTORS AS 
DETERMINANTS OF PARTICIPANTS' BACK-HOME PROBLEM SITUATION 
("post" to three - six months "Post" Training) 
Locus of Problem 
)eterminants 
5elf: 
rotal S"lmple 
Ugh Changers 
~O'..r ~-angers 
Number of Participants 
with Changed Perceived 
Import~nce Scores 
INCREASE DECREASE 
4 14 
2 7 
2 7 
Number of 
Participants 
Showing No 
Change 
Predictions 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
-----------------------------------------------------------------------------------~ 
)ther: 
rotal Sample 
Ugh Changers 
~ow Changers 
~nvironment: 
rotal Sample 
Hgh Changers 
~ow Changers 
7 
6 
1 
8 
3 
s 
8 
2 
6 
6 
4 
2 
3 
1 
2 
4 
2 
2 
Decrease 
Decrease 
Decrease 
Decrease 
Decrease 
Decrease 
No Change 
No Changr_ 
Decrease 
No Change 
No Change 
No Change 
1 p- Less than .01 (one-tailed). Wilcoxin 
)ample 
'otal 
Matched-Pairs Signed-Ranks Test 
TABLE IV-4 
CHANGES IN PERCEIVED GENERALITY OF OWN PROBlEM-CAUSING BEHAVIOR 
("Post" to three-six months "Post" training) 
Number of Participants 
with Changed Generality 
Scores 
INCREASE DECREASE 
Number of 
Participants 
Showing 
No Change 
Prediction 
i gh Changers 
7 
4 
10 
4 
1 
1 
Increase 
Increase 
"T------ --
Research 
Findings 
No Change 
No Change 
'I..T- ,...,,_ -- ---
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Interpretations: The following represent an itemized 
interpretation of the nature and extent of participants' perception 
of their behavioral and/or conceptual changes relating to the four 
variables considered in this section. 
a. Importance of Self as problem determinant. Overall, 
the total sample of participants perceived a statistically 
significant increase in the importance of their own behavior 
as determinants of their problem situation. However, 
upon the participants return to their respective back-
home situations, there appeared tendencies for their 
level of awareness to diminish. That is, after the 
participants' had returned to their back-home situation, 
they seem to have become less aware of their own problem-
causing behavior than they had been immediately after 
the training laboratory. Although there were no statistically 
significant changes indicated as a result of the ore 
to post plus three-to-six months (post-post) data, comparison, 1 
there were no indications that any significant change had 
taken place between the post and post-post measures. We 
are therefore able to assume that although there was not 
a complete transfer of laboratory beliefs and practices 
lsuch a change would have indicated that the participants 
had altered their way of looking at this pqrticular aspect of 
their overall problem-situation as a result of the laboratory 
training (the intervening variable) and were able to aoply it in 
their on-the-job situation in much the same way as they, presumatly, 
were able to aoply it during the laboratory urogram. In other words, 
there would have been a significant indication of an internaliza-
tion of some laboratorY goals as well as a transfer in the applica-
tj_on of these attained goals. 
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(as relates to this variable), there was not a complete 
loss in the participants' perceived use of such beliefs 
and practices. 
The sub-sample of high changers indicated similar 
tendencies as those described abovP.. The low changers 
did not, at any time, during any of the comoarisJns, 
indicate any statistically significant changes, although 
their data does indicate that these participants• changes 
tended to parallel in a less extreme manner, those of 
the other 0articipants as described above. 
b. Importance of other persons as problem determinants. 
Overall, the total sample of partidpants perceived an 
initially statistically significant decrease in the import-
ance of other persons' contributions to the creation of 
their own problem-situation (as indicated by the pre-
post data comparison). However, over a period of time, 
the beliefs and practices derived from the laboratory 
tralning and applicable to this variable were neither 
completely transferred from the cultural island to the 
participants' back-home problem situation, nor were they 
entirely forgotten or unused. 
The high changers demonstrated that they perceived 
an initial significant decrease (pre to post); the remain-
ing measurements approximated those indicated by the total 
sample. The low changers initially tended to be less 
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variable. Although there was no ch~nge indicated by the 
pre to post-post data comparison, after the partici~ants' 
return to their back-home situation they perceived a 
significant decrease (post to post-post) in the imoortance 
of other persons as oroblem determinants. This may 
indicate that the laborato~ progr~~ acted as a delayed 
force which tended to revise these participants' percep-
tion of the situation. 
c. Importance of the environment as a problem determinant. 
The tot~l srunple demonstrated a statistically significant 
decreased perception of the importance of environmental 
contributions to the problem situation. This changed 
perce~tion, although not entirely constant, was statistically 
significant over a period of time (ore to post-post) and 
indicated that the participants were able to transfer 
their diagnostic abilities (as they relate to this 
asp. ect of their oroblem situation)from the cultural 
. -
island to their on-the-job problem situations. 
Although the high changers did not initially indicate 
a statistically significant change (pre to post), they 
did tend to perceive that environmental factors were not 
as important as determinants of the problem situation as 
it was initially e>err-eived. Over a period of time (ore 
to post-post), this decrease was proven statistically 
significant. Thus we may say that the high changers 
demonstrated a significant ;ransfer of laboratory-derived 
(:Vt3) .... 
' 
' 
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learnin~s related to this aspect of their problems. 
The low changers' perceptions were more constant 
than the remainder of th( sample and indicated no statis-
tically significant changes, although they did tend to 
parallel, to a lesser degree, the changes discussed above. 
d. Generality of own problem-causing behavior. Although 
the data indicates a generalized tendency to follow the 
predictions, there were no significant chanees (initially 
or over a period of time) for either the total sample, 
the high changers, or the low changers in their perception 
of the generality of their own problem causing behavior. 
Thus we m~y infer that the laboratory goals relating 
to this variable were not internalized or transfered by 
the participants from the cultural island to their back-
hore settings. 
2. Humanizing of Self and Others. 
Theory: •••• This recognition L5elf as cause of inter-
personal dilemma 7 is an objective and non-evaluative 
rather than a self-punitive one -~this seems to lead 
to the participants' becoming_? ••• more aware and acceEting 
of certain aspects of himself and others ••• ~that is,_/ 
as participants become freer to explore their own feel-
ings and motives, they discover that the conflicts or 
alliances developing in the group are due more to the 
mere di ""ferences in quality of ideas but they may also 
stem from the interpersonal needs of group members to 
become close or maintain distance to lead or to be led, 
to love or to fight, as T-group life developes there is 
increasing recognition by participants that they and 
other group members are more than wholly cognative crea-
tures -- totally understood by the sum of their ideas 
at any point in time, they become more sensitive to their 
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own interpersonal need and the interpersonal needs of 
the other group members ••• As a more non-evaluative climate 
devel~ps in the T-group, participants are able to become 
••• more accepting of these ~needs_? (Oshry, 1962). 
"Pre" to "Post-Post" Research Findings: There were no 
statistically significant changes in either the total sample's, the 
high changer's, or the low changer's perceptions of: their sensi-
tivity to (a) their own or (b) other persons' interpersonal needs; 
or their ~erceotion of (c) their own or (d) other persons' inter-
personal needs as causes of their on-the-job problem situation. 
TABLE N-5 
CHANGES IN PERCEIVED SENSITIVITY TO OWN AND OTHERS' 
INTERPERSONAL NEEDS 
:ENSITIVITY TO 
WN-INTERPERSONAL 
lEEDS 
'otal Sample 
:;_ gh Changers 
•OW Changers 
ENSITIVITY TO 
NTERPERSONAL 
EEDS OF OTHERS 
ota1 Sample 
igh Changers 
ow Changers 
( 11Pre 11 to three - six months "post" training) 
Number of Participants 
with Changed Perceived 
Sensitivity Scores 
Increase Decrease 
9 
5 
4 
11 
6 
5 
' 
8 
4 
4 
4 
1 
3 
Number of 
Participants 
Showing no 
Change 
1 
1 
3 
2 
1 
Predictions 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
No Change 
No Change 
No Change 
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TABLE IV-6 
CHANGES IN PERCEIVED IMPORTANCE OF OWN AND OTHERS' 
INTERPERSONAL NEEDS AS DETERMINANTS OF PARTICIPANTS' 
BACK-HOME PROBLEM SITUATION 
( 11pre 11 to three - six months "post" training) 
Number of Participants 
with Changed Perceived 
Sensitivity Scores 
Number of 
Participants 
Showing No 
Change 
Prediction Research 
Findings 
Increase Decrease 
:MPORTANCE OF 01.-TN 
:Nl'ERPERSONAL NEEDS 
lS DETERMINANI'S 
~otal Sample 
[i gh Ch'3.ngers 
Jow Changers 
:MPORTANCE OF O"!'HERS' 
:NTERPERSONAL NEEDS 
lS DETERMINANTS 
'otal Sample 
[igh Changers 
.ow Changers 
7 
4 
3 
5 
3 
2 
9 
3 
6 
10 
4 
6 
2 
2 
3 
2 
1 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
"Post" to "Post-Post" Research Findings: There were no 
statistically significant changes in the perception of either the 
No Change 
No Change 
No Change 
No Change 
No Change 
No Change 
total sample, the high changers or the low changers for the follow-
ing: sensitivity to the interpersonal needs of (a) other persons 
and (b) the participants themselves; and (c) other persons' and 
(d) the participants' own interpersonal needs as causes of the on-
the-job problem situation. 
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TABLE IV-7 
CHANGES IN PERCEIVED SENSITIVITY TO OWN AND OTHERS' 
INTERPERSONAL NEEDS 
3ENSITIVITY TO 
~NTERPERSONAL 
fEEDS OF OTHERS 
~otal Sample 
figh Changers 
~ow Changers 
)ENSITIVITY TO 
:NTERPERSONAL 
fEEDS 
:otal Sample 
!igh Changers 
"ow Changers 
("Post" to three - six months "post 11 training) 
Number of Participants 
with Changed 
Sensitivity Scores 
Increase Decrease 
9 
5 
4 
6 
3 
3 
9 
4 
5 
10 
5 
5 
Number of 
Participants 
Showing No 
Change 
2 
1 
1 
Predictions 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
No Change 
No Change 
No Change 
TABlE IV-8 
CHANGES IN PERCEIVED IMPORTANCE OF OWN 
AND OTHERS INTERPERSONAL NEEDS 
AS DETERMINANTS OF PARTICIPANTS' BACK-HOME 
PROBLEM SITUATION 
("post" to three - six months "post" training) 
Number of Participants 
with Changed Perceived 
Importance Scores 
Number of 
Participants 
Showing no 
Change 
Predictions 
Increase Decrease 
MPORT ANCE OF OTHERS 1 
:NTERPERSONAL NEEDS 
.S DETERMINANTS 
'otal Sample 
[igh Changers 
.ow Changers 
3 
1 
2 
7 
6 
5 
4 
2 
2 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
·-----------------------------------------------------------------------------------
MPORTANCE OF OWN 
:NTERPERSONAL NEEDS 
,S DETERMINANTS 
'otal Samole 
:igh Changers 
.ow Changers 
7 
1 
6 
Interpretations: 
8 
5 
3 
3 
3 
Increase 
Increase 
Increase 
a. Overall, neither the total sample of participants, 
No Change 
No Change 
No Change 
the high changers nor the low changers, demonstrated any 
signi_ficant changes in their perceived sensitivity to the 
interpersonal needs of other persons either as a result 
of the laboratory ex,erience (as indicated by the pre-
post comoarison) or subsequent to it (pre to post-post 
comparison). There was, however, a tendency towards 
increased sensitivity for the high changers; the low 
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changers were noticeably unchanging. 
b. There was an initial statistically significant 
increase in the total sa~ples perceived sensitivity to 
their own interpersonal needs (pre-post). This increase 
was not, however, maintained at a significant level over 
a period of time (pre to post-post and post to post-
post comparisons). 
Although the high changers indicated the greatest 
increase in perceived sensitivity to their own needs, 
this increase did not prove to be statistically signifi-
cant. Further, over a period of time, the high changers 
demonstrated the greatest amount of variability, the 
sample's average moving, first, to a rather high (albeit, 
insignificant) level immediately after the laboratory 
experience, then, after returning to their back-home settings, 
to almost the same level as that which they had initially 
indicated. 
On the other hand, the low changers demonstrated 
relatively stable, unchanging levels of perceived sensi-
tivity to their own needs. This appeared to indicate that 
the laboratory experience had relatively little effect 
on this sample's perception of this aspect of their pro-
blem situation. 
c. Other persons' interpersonal needs as causes of the 
problem. The total sample indicated no significant 
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changes on any of the administrations of the evaluation 
instrument. There was, however, a tendency towards a 
decrease in their level of perceotion (contrary to predic-
tions) over a period of time. 
There aopeared to be a considerable amount of move-
ment within the total sample as demonstrated by the fact 
that the high changers' perception level increased 
initially to a similarly considerable (albeit not statis-
tically significant) degree. Both sub-samples over a 
period of time, displayed (similar) tendencies towards 
a continued decrease in their perceived level along 
the continuum representing this aspect of their problem 
situations. 
d. Own interPersonal needs as causes of the problem. 
There were no significant changes over time. However, 
the sub-samples indicated a dichotomous reation to the 
laboratory experience. The high changers indicated a 
considerable (albeit insignificant) increase in their 
perception of their own interpersonal needs as a cause 
of the problem; whereas, the low changers' consistency 
seems to indicate that the latter sub-sample was relatively 
unaffected by the laboratory exoerience. The high changers 
perception level decreased (after their return from the 
cultural island) to aJproximately its pre-lab level. 
3. Awareness of Human Resources in Participants themselves 
and in Others for Resolving Interpersonal Dilemmas. 
Theory: One assumption underlying laboratory training 
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is that participants in a T-group are unaware of the re-
sources in themselves and in their fellow group men-
bers for resolving their own interpersonal conflicts ••• 
As group members develop greater competence in dealing 
wi. t'l one another, they correspondingly develop a 
greater sense of control over their own T-group existence. 
They move aw~ from a feeling that'T-groun life is part 
of some magical plan, bei~g subtly controlled by the 
tralner or some greater powers, to recognition that 
they are capable of directing and controlling their T-
Group lives. It's a moving away from an 'I am a 
creature of my environmentl member image to one of 'I 
am a determiner of my own fate' (Oshry, 1962). 
"Pre" to "Post-Post" Research Findings: For both the total 
samole and the low changers there was a statistically significant 
decrease in the participants' perception of the usefulness of the 
human resources of the other oersons for resolving the problem 
situation. This decrease was contrary to the predicted direction 
of changed perceotion. 
TABLE IV-9 
CHANGES IN PERCEIVED AVAILABILITY OF OWN, OTHERS', 
PERSONAL ENVIRONMENTAL, AND IMPERSONAL ENVIRONMENTAL, Hill1AN RESOURCES 
( 11Pre 11 to three - six months "post" training) 
~esource 
ielf: 
'ot,ll Sample 
[igh Changers 
.ow Changers 
Number of Participants 
with Changed Perceived 
Availability Sources 
Increase Decrease 
10 
6 
4 
8 
3 
5 
Number of 
Participants 
Showing No 
Change 
Predictions 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Ch'lnge 
No Change 
·-----------------------------------------------------------------------------------
)ther: 
'otal Sample 
:igh Changers 
.ow Changers 
8 
5 
3 
7 
2 
5 
3 
2 
1 
Increase 
Increase 
Increase 
No Change 
No Change 
No Change 
·-----------------~-----------------------------------·------------------------------
'ersonal 
nvirorunent: 
otal Sample 
igh Ch.mgers 
.ow Changers 
6 
5 
1 
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TABLE IV-9 
(continued) 
10 
3 
7 
1 
1 
Increase 
Increase 
Increase 
No Cha.n~e 
No Change 
No Change 
·--------------------------------------------------------------------------------~--
mpersona1 
:nvironme nt: 
'otal Sample 6 8 2 Decrease 
:igh Changers 4 5 Decrease 
.ow Changers 2 3 2 Decrease 
TABLE IV-10 
CHANGES IN PERCEIVED UTILITY OF OvlN, OTHERS', 
PERSONAL ENVIRONMENTAL, AND IMPERSONAL EWIRONMENTAL 
HUI'iAN RESOURCES 
:esource 
·elf: 
'otal Sample 
i gh Changers 
.ow Changers 
("Pre" to three - six months "post" training) 
Number of Particioants 
with Changed Perceived 
Utility Score 
Increase Decrease 
4 13 
4 5 
8 
Number of 
Participants 
Showing ·No 
Change 
1 
1 
Predictions 
Increase 
Increase 
Increase 
No Change 
No Change 
No Change 
Research 
Findings 
Decrease1 
No Change 
Decrease2 
·-~---------------------------------------------------------------------------------
otal S.g,mple 
igh Changers 
.ow Changers 
8 
5 
3 
7 
2 
5 
3 
2 
1 
Increase 
Increase 
Increase 
No Change 
No Change 
No Change 
------------------------------------------------------·-----------------------------
•ersonal 
:nvironment: 
'otal Sample 
[igh Changers 
,ow Changers 
6 
4 
2 
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TABlE IV-10 
(continued) 
11 
5 
6 
Increase 
Increase 
Increase 
No Change 
No Change 
No Change 
·--~~-------------------------------------------------------------------------------
:mpersonal 
:nvironment: 
'otal Sample 4 
[i gh Changers 2 
,ow Chcmgers 2 
10 3 Decrease 
5 2 Decrease 
5 1 Decrease 
~ - Less than .025 (two-tailed) Wilcoxin 
Matched-Pairs Si <med-Ranks Test. 
2p- Less than .01 (Two-tailed). Wilcoxin 
Matched-Pairs Signed-R~nks Test. 
TABLE IV-11 
No Change 
No Change 
No Change 
CHANGES IN PERCEIVED CONTROL OVER PROBLEM SITUATION 
("Pre" to three - six months "post" training) 
ample 
'otal Sample 
igh Chan~S,ers 
,ow Changers 
Number of Participants 
with Cb.'lnged Perceived 
· Control Scores 
,INCREASE DECREASE 
10 
5 
5 
6 
4 
2 
Nuinber of 
Participants 
Showing No 
Change 
2 
2 
Predictions 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
'' 
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There was no statistically significant change in the 
perception of the high changers in regard to the utility of the other 
person5 1 human resources. Similarly, there were no significant changes 
in either the total sample, the high changers, or the low changers 
for the following areas: the availability of (a) the participants' 
own, and (b) other persons' resources, (c) personal environmental, 
and (d) impersonal environmental resources; the utility of the 
resources of (e) other persons, (f) personal environment, and 
(o;) imPersonal environment; and (H) the extent of control which 
the participants perceive they have over the back-home oroblem 
situation. 
''Post" to "Post-Post" Research Findings: High changers 
perceived a statistically significant increase in the availability 
of resources indigenous to their organization's personal environ-
• 
ment. 
Contrary to the Dredicted direction of change, the total 
sample of participants exhibited a statistical~ significant de-
crease in their perception of (a) the utility of their own human 
resources, and (b) the extent to which they have control over the 
problem situation. High Changers perceived a significant decrease 
in (a) the utility of other persons' resources and (b) the extent 
of their own control over the problem situation. 
lesource 
>ELF 
'otal Sample 
:igh Changers 
,ow Changers 
IT HER 
'otal Sample 
li.gh Changers 
,ow Changers 
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TABlE IV-12 
CHANGES IN P~RCEIVED AVAILABILITY OF ~iN, 
OTHERS, PERSONAL ENVIRONMKt-fl'AL, AND IMPERSONAL 
ENVIRONMENTAL HUMAN 
RESOURCES 
( 11Post11 to three - six months "post" training) 
Number of Participants 
with Changed Perceived 
Availability Scores 
Number of 
Participants 
Showing No 
Change 
Predictions 
INCREASE DECREASE 
s 
3 
3 
s 
3 
2 
12 
6 
6 
13 
6 
7 
1 Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Research 
Findings 
No Change 
No Change 
No Change 
No Change 
No Change 
No Change 
·----~----------------------------------------~--------------------------------------
'ERSONAL 
:NVIRONMENT 
'otal Sample 
:igh Changers 
.ow Changers 
7 
s 
2 
7 
1 
s 
4 
3 
2 
Increase 
Increase 
Increase 
No Changl 
Increase 
No Change 
·-----------~-~~---------------------------------------------~-~---~-------------
WERSONAL 
:NV IRONMENT 
'otal Sample 8 7 3 Decrease No Change 
igh Changers 7 2 0 Decrease No Change 
.ow Changers 1 s 3 Decrease No Change 
lp- Less than .OS (one tailed). 
Wi1coxin Matched-Pairs Signed-Ranks test. 
.esource 
ELF 
otal Sample 
igh Changers 
ow Changers 
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TABLE IV-13 
CHANGES IN P-sRCEIVED UTILITY OF CYNN, OTHERS', 
P3RSONAL ENVIRONMENTAL, AND IMPERSONAL 
ENVIRONMENTAL HUMAN RESOURCES 
(nPost'• to three - six months "post" training) 
Number of Participants 
with Changed Perceived 
Utility Scores 
INCREASE DECREASE 
4 
2 
2 
13 
7 
6 
Number of 
Participants 
Showing No 
1 
1 
Predictions 
Increase 
Increase 
Increase 
Research 
findings 
Decrease1 
No Change 
No Change 
~--------------------------------------------~------------------------------------
rHER 
otal Sample 
i gh Ch1ngers 
ow Changers 
7 
1 
6 
10 
7 
3 
1 
1 
0 
Increase 
Increase 
Increase 
No Changi 
Decrease 
No Change 
---------------------- --------------------- ----------------~---------------------
~RSONAL 
IN IRONMENT 
:>tal Sample 
t gh Changers 
:>w Ch'lngers 
1PERSONAL 
WIRONMENT 
>tal Sample 
Lgh Changers 
>w Changers 
9 
3 
6 
10 
4 
6 
7 
s 
2 
6 
s 
1 
2 
1 
1 
2 
2 
Increase 
Increase 
Increase 
Decrease 
Decrease 
Decrease 
1p- Less than .OS (two-tailed). 
No Change 
No Change 
No Change 
No Change 
No Change 
No Change 
Wilcoxin Matched-Pars Signed-Ranks Test 
>ample 
.otal 
igh Changers 
,ow Changers 
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TABlE IV-14 
CHANGES IN PERCEIVED CONTROL 
OVER PROBLEM SITUATION 
(''Post" to three - six months "post" training) 
Number of Participants 
with Changed Control 
Scores 
Number of Predictions 
INCREASE DECREASE 
3 
3 
15 
9 
6 
Participants 
Showing No 
Change 
Increase 
Increase 
Increase 
1 p-Less than .025 (t~o-tailed). 
Research 
Findings 
Decreasel 
Decrease2 
No Change 
Wilcoxin Matched-Pairs Signed-Ranks Test. · 
2 p-Less than .01 (two-tailed). 
Wilcoxin Matched-Pairs Signed-Ranks Test. 
There were no statistically significant changes in the 
participants perception of the following areas: 
•' 
Total Sample: the availability of the human resources of 
(a) the participants themselves, (b) other persons in-
volved in the problem situation, (c) the personal envir-
onment, (d) the impersonal environment; the utility of 
the human resources of (e) other oersons, (f) the personal 
environment, and (~) the impersonal environment. 
High Chargers: the availability of the human resources 
S.7u 
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3:do 
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of (a) the participants themselves, (b) the other persons, 
and (c) the impersonal environ~ent; the utility of the 
human resources of (d) the participants themselves, (e) 
the personal environment, and (f) the impersonal environ-
ment. 
Low Changers: there were no statistically significant 
changes in any of the above-mentioned variables. 
Interpretations: 
a. Availability of own human resources. In neither the 
total sample nor in either of the two sub-samples were 
there any statistically significant changes in partici-
pants' perception. There was, however, for the high 
changers, a tendency towards an increased awareness of 
their own resources. The low changers were relatively 
unchanging over a oeriod of time; at all times they per-
ceived a slightly greater awareness of the availability 
of their own human resources than did the high changers. 
This latter finding is partially exolained in the dis-
cussion of Stock's work. 
b. Availability of other persons' human resources. Al-
though there was, initial~, a statistically significant 
increase in the total sample's perceotion of the avail-
ability of the human resources of other persons, there 
were no subsequent significant changes indicated. There 
370 
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appeared to be only a slight reversal after the partici-
pants returned to their back-home situation after their 
laboratory experience. 
Initially, both the high changers and low changers 
indicated similarly significant changes in perception. 
The low changers, although exhibiting overall a higher 
level of perceotion than the high changers, demonstrated 
less variability than the latter sub-sample. This finding 
is also partially explained in Stock's work. 
c. Availability of human resou rees of the personal ~­
vironment. There were no statistically significant 
changes in either of the sub-samples or in the total 
sample. The high changers did, hmvever, exhibit a signi-
ficantly increased awareness of the availability of such 
resources over a period of time. In contrast to the high 
.changers' tendencies, the low changers tended to perceive 
a general decrease in the availability of human resources. 
At all times, however, the low changers perceived a 
high level of awareness than did the high changers. Refer 
to Stock (p. ) • 
d. Availability of human resources of the impersonal 
environment. Initially, the total sample and the high 
changers perceived a statistically significant decrease 
in their awareness of the availability of human resources 
in the impersonal environment. However, the low changers 
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tended to oerceive a contrary (albeit insignificant) 
increase in their awareness of the availability of such 
resources. 
After the participants had returned to their back-
home settings, a reversal of positions appears to have 
taken place, e.g., the high changers perceived an increase 
and the lm.; chg_ngers perceived a decrease in their aware-
ness of the availability of such resources; neither of 
the changes was statistically significant. 
e. Utility of own human resources. Initially, the 
total sample exhibited no significant changes in percep-
tion. After their return to their on-the-job situations, 
there was a statistically significant decrease (contrary 
to predictions) in their level of awareness of the utility 
of their own human resources (as indicated by both the 
pre to post-post and post to post-post measures). 
For the high changers, there was an j_nitial (pre-
post) statistically significant increase in the perceived 
level of awareness followed bv a tendency towards a 
decrease in the level. On the other hand, the low changers 
tended towards an initial reduction in their level )f per-
cention which continued in a do1rmward direction after 
their ret~rn to their back-home settings. Over a period 
of time there was a significant decrease in the low 
changers' perceived level of awareness of the utility of 
their own human resources (pre to post-post). 
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f. Utility of other persons' human_r~~u~ The 
total sample exhibited an initial statistically signi-
ficant increase in their level of awareness of the utility 
of the human resources of the other persons who were 
involved in their problem situations. Following their 
return to their on-the-job settings, there were neither 
significant nor tendencies toward any further changes in 
their p ercention. 
The high changers indicated an initial significant 
change (pre-post) in their level of perception which 
was followed by a significant decrease after they had re-
turned from their cultural island's laboratory experience 
to their on-the-job situations. The low changers, however 
did not indicate any significant changes in their level 
of perception, i.e., in comparison with thehigh changers, 
the low changers appeared to be relatively inflexible and 
unchanging over time. 
g. Utility of human resources in the oersonal environment. 
The total sample exhibited an initial tendency towards a 
decrease in their perceived level of awareness. This 
anpeared to be j_nfluenced by the decreased (not statis-
tically significant) perception of the low changers. 
The high changers, over a period of time, indicated 
a relatively stable and unchanging level of perception. 
h. Utility of human resources in the impersonal envir-
onment. The total sample initially perceived a statis-
if, if (J 
'1. '80 
i.:JO 
'/.lb 
if. /}() 
3. f/0 
? o (J.Ifo) :>,o 0 (3.1~) . 
3, 70 ( 3. 73) 
-88-
--=-...__, __ ---,.. -- -- • . { 3 JIC.) 
......... , - ... ~ 
-- ...... -. (9.¥'6) 
-----:- {3, 77) 
/.00~--------~-----------------,--~-----------------------
PRt: ... WIN I Nfi Past-l't>5r 
77?4!A/It.!G 
· F/GU;{E: J:SC-17 PttRnc..tPANrs 1 coNTRot.: ()Vf:R OWN Pf<0/3L£M StiVflnoN. 
1-/tGH CHAf.JGE'RS -----
LOW CHANGii;Rs -·---
:TDTITL SA-MPLE ---
, ' 
. '. 
'I 
',, 
-89-
tically significant decrease in their level of awareness. 
There was very little subsequent change in their percep-
tion. The high changers similarly perceived a significantly 
decreased awareness level. However, upon their return to 
their back-home situations, their 1evel of awareness 
tended to increase (albeit not to a statistically signi-
ficant degree). In contrast to the high changers, the 
low changers' level of awareness initially tended to 
increase; subsequent to their return from their laboratory 
experience, their perceived level of awareness tended 
to decrease. 
i. Control over the problem situation. The total sample 
exhibited an initial statistically significant increase 
in their perceived level of their control over their 
problem situation. However, contrary to predictions, 
they exhibited a significant decrease after their return 
to their back-home situations. 
The high changers similarly indicated an initially 
significant decrease. Althoug1 the low changers tended 
to follow the above trends, there were no statistically 
significant changes. 
CONCLUSIONS: 
From the above data and accompanying summary Tables (III-3, 
Iv-15, and IV-16) relating to the participants' perceptions of the 
various aspects of their back-home situations (which were considered 
in the Back-Home Problem Analysis questionnaire) the following 
I. 
II. 
II I. 
TABLE IV-15 
SUMMARY CF ,HIGH CHANGER" RESEARCH FINDINGS: 
COMPARISON WITH THE OSHRY STUDY'S FINDINGS AND PREDICTIONS 
Predic- RESEARCH FINDINGS 
tions Oshry Study Presefit Stuqy (High changers) 
(pre-post) pre-post pre-post/post post-postjpost 
AWARENESS OF CENTRALITY OF SELF 
A. Problem determinants 
1. Importance of self Increase Increase Increase No change No change 
2. Importance of other persons Decrease Decrease- Decrease No change No change 
3. Imp 0rtance of enviromment Decrease Decrease No change Decrease No change 
B. Generality 0f problem-causing 
behavior Increase No change No change No change No change 
HUMANIZING OF SELF AND OTHERS 
A. Sensitivity to interpersonal 
needs 
1. Self Increase Increase No change No change No change 
2. Other persons Increase No change No change No change No change 
B. Interpersonal needs as problem 
determinants 
1. Self Increase- Increase No change No change No change 
2. Other persons Increase No change No change No change No change 
AWARENESS OF HUMAN RESOURCES FOR 
RESOLVING INTERPERSONAL DILE:t-1MAS 
A. Availability or human resources 
1. Self Increase Increase No change No change No change 
2. Other persons Increase Increase Increase No change No change 
3. Personal environment Increase No change No change No change Increase 
4. Imoersonal environment Decrease Decrease Decrease No change No change 
B. Utility of human resources 
1. Self Increase No change Increase No change No change 
2. Other nersons Increase No change Increase No change Decrease 
3. Personal environment Increase No change No change No change No change 
4. Impersonal environment Decrease Decrease Decrease ~o change No chan~e 
c. Control over problem situation Increase Increase Increase o change Decreas 
I 
'-0 
'( 
I. 
II. 
I II. 
Slf1MARY OF rtLO\-J CHANGER" RESEARCH FINDINGS: 
COMPARISON \<liTH OSHRY STUDY'S PREDICTIONS AND FINDINGS. 
RESEARCH FINDINGS 
Predic-
Present Stuqy (~ow changers) tions Oshry Stu~ 
(pre-post) pre-post pre-post/post post-post/post 
AWARENESS OF CENTRALITY· OF SELF 
A. Problem determinants 
1. Importance of self Increase Increase No change No change No change 
2. Importance of other oersons Decrease Decrease No change No change Decrease 
3. Importance of environment Decrease Decrease No change No change No change 
B. Generality of oroblem-causing 
behavior Increase No change No change No change No change 
HUMANIZING OF SElF A~TD OTHERS 
A. Sensitivity to interpersonal 
needs 
1. se;lf Increase Increase No change No change No change 
2. Others Increase No change_ No change No change No change 
B. Interpersonal needs as problem 
determinants 
1. Self Increase Increase No change No change No change 
2. Others Increase No change No change No change No change 
AWARENESS OF HUMAN RESOURCES FOR 
RESOLVING INTERPERSONAL DILEMMAS 
A. Availability of hum~n resources 
1. Self Increase Increase No change No change No change 
2. Other persons Increase Increase Increase No change No change 
3. Personal environment Increase No change No change No change No change 
4. Impersonal environment Decrease Decrease No change No change No change 
B. Utility of human resources 
1. Self Increase No change No change Decrease No change 
2. Other persons Increase No change No change No change No change 
3. Personal environment Increase No change No change No change No change 
4. Impersonal environment Decrease Decrease No change No change No change 
c. Control over problem situation Increase Increase No ch:tnge No change No change 
I 
'0 ) 
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conclusions are inferred: 
(1) Immediately following the laboratory experience, according 
to the pre-post data comp.arisons, the total sample demonstrated 
a considerable number of statistically significant changes in 
their nercen+.ions of their respective problems (along nine of the 
seventeen indices representing the various aspects of the nroblem). 
There was a noticeable dichoto~ of degree and direction 
of these changes within the total samples, i.e., between the high 
change (nine significant changes) and low change (one significant 
change) sub-samples. This seems to indicate that the former group 
might have been initially, either more susceptable2 or more amen-
able to changing their way of preceiving their problem situation 
in order to more nearly aoproximate the beliefs and practices which 
are highly valued in the cultural island laboratory- situation. On 
the other hand, the latter grou9's data seems to indicate that 
these participants were initially either less susceptable or less 
amenable to change. 
(2) The comparison of the before-training data and the data 
obtained three to six months after the laboratory experience~re 
to post-oost) for the total sample resulted in one statistically 
significant change in the direction opposite to that which was 
predicted and one significant change in the predicted direction. 
It appears likely that the latter change was influenced 
by the high change sub-sample, whereas the significant change opposite 
2see discussion of Stock's Research, o. ). 
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to the predicted directions was influenced by the l~N change sub-
sample. 
From this it may reasonably inferred that the above men-
tioned changes represent chance events. That is, that over time 
there were no significant changes in the high-change participants' 
perceptions of their probl~m situat1oils as a result of their lab-
oratory experiences. Whatever changes appeared immediatelY after 
training tended to fade out over a period of time after the parti-
cipants returned to their on-the-job settings. 
The low changers, however, remained relatively unchanging 
and/or inflexible in their level of perception of the various 
aspects of their oroblem situations (as indicated by both their 
pre post and ore to post plus three to six months data comparison). 
In other words, these participants' perceptions appeared to be 
relatively unaffected by the laboratory experience in terms of 
the measured variables. · 
(3) The results of the data obtained after training and those 
obtained three to six months after training (post to post-post) 
indicated, for the total sample, statistically significant changes 
contrary to the predicted direction for two of the aspects of 
their repective problem situations. 
The high changers' data yielded one significant change 
in the predicted direction and two significant changes contrary 
to the predicted direction. The low changers' perception of one 
aspect of their problems changed significantly in the opposite 
direction of prediction. 
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From these observations we may reasonably infer that the 
above mentioned changes are random chance events and that the 
initial changes in the participants' perception of their respective 
problems were not offset qy their experiences encountered after 
their re-entry into their back-home environments. This finding 
aupears to strengthen the conclusion stated above; that is, that 
perceptual changes seen immediately after training tend to fade 
out over a ueriod of time. 
CHAPTER V 
Demo~aphical Characteristics of Laboratory Participants 
Introduction 
Attached to the BHPA instrument (for the third admin-
istration only) was a questionnairel which asked each participant 
to provide the researcher with various demographical data relating 
to himeslf, his work, and his organization. The resultant data 
was treated in the following manner: (1) in terms of high and 
low changers; (2) in terms of how the respondents identified 
their responsibilities, e.g., whether primarily as managers or 
orimarily as technicians or specialists; (3) in terms of how the 
respondents described their organizations: whether as product-
oriented or service-oriented (although other alternatives were 
available, seventeen of the eighteen used either one or the 
other of these two categories. (See section , Appendix . ) 
Results 
1. ~· When broken down according to the types of 
organizations for which participants wark, we are able to see that 
high changers appear to be the younger employees of oroduction-
oriented organizations and the older employees of service-oriented 
organizations. 
1see the "General Background Information Sheet.'' Section 
1, Appendix III. 
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,kroduction-Oriented Service-Oriented / Total / 
~anagers /Specialists ~anagers /Specialist/ ~ 
High I 36.8 -- 43.0 43.0 42.2 II 
Changers I (n-4) (n-3) (n-2) (N-9) I 
Low '/ 
44
_
9
1 I 
Changers 1 43.0 54.7 33.0 28.0 i 
1 (n-2) (n-3) (n-1) (n-1) (N-8) ~ 
lone low changer did not indicate his age. He 
was a manager in a service-oriented organization. 
TABLE V-1 
Age of Participants in Terms of Type of Organization 
The reverse aopears to be operative for the low changers. 
This group seems to be composed of older employees of production-
oriented organizations and younger employees of service-oriented 
organizations. 
2. Sex. All but one of the eighteen particioants responded 
to this question and indicated that they were male. 
3. Attrition. Seventeen of the participants still worked 
for the same organization at the time of the third administration 
as when they were participating in the l~boratory. One respondent 
indicated that he was no longer working for the same organization -
a high changer who worked for a production-oriented organization in 
a managerial capacity. 
4. Type of Work. In general, more participants described 
themselves as managers than as specialists. However, whereas among 
the low changers there was a five to four ratio, the high changers 
I 
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demonstrated there was five to four ration, the high changers 
demonstrated a seven to two ratio (see Table V-2, especially 
column (c)). Of Particular interest is the absence Of high 
change specialists employed b1r production-oriented organizations; 
among the low changers, this ~pe of participant is well represented. 
High 
Changers 
Low 
Changers 
Managers Specialists 
Production ·Service Production Service 
Oriented Oriented Oriented Oriented 
(a) (b) (c) (d) 
22.2 16.7 --...... 11.1 
(n-4) (n-3) (n-2) 
11.1 11.1 16.7 5.6 
(n-2) (n-2) (n-3) (n-1) 
lone low change partidpant could not be classified 
acco~ng to the above matrix; therefore, it is not 
included in the sub-unit breakdown. He did, however, 
indicate that he saw himself primarily as a manager; 
thus it is po~sible to include him in the total 
manager-specialist comparison in the other tables 
presented in this chapter. -
TABLE V-2. 
Type of Work Engaged in by Participants 
5. Length of time in present type of work. Apparently 
following the trend established by age, high changers generally 
Total 
(e) 
50.0 
(N-9) 
44.51 (N-8) 
aopear to be those participants who have spent more time working 
in Service-oriented organizations or less time working in production-
oriented organizations. The reverse is true for the low changers. 
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Production-Oriented Service-0 :-iented I Total 
Managers Specialists Managers Specialists 
(a) (b) (c) (d) (e) 
High 10.8 
---
19.7 6.8 1?.8 I\ 
Changers (n-4) (n-3) ( n-2) (N-9) 
Low 10.8 26.3 7.5 2.0 11.5 
Changers (n-2) (n-3) (n-2) (n-1) (N-9) 
TABLE V-3. 
Length of Time in Present Type of Work 
6. Length of time in present organization. The high changers 
are those particinants who have either spent more time working 
for their present service-oriented organization or less time work-
ing for their present production-oriented organization. The reverse 
is true for the low changers. 
Producti 01 -oriented Servi ce-o·r-i Pnt.ed Total 
Managers Specialists Managers Specialists 
(a) (b) (c) (d) (e) 
High 9 .. 5 --- 18.0 14.0 12.3 
Changers (n-4) (n-3) (n-2) (N-9) 
Low 1?.3 16.5 15.8 5.0 12.8 
Changers (n-2) (n-3) (n-2) (n-1) (N-9) 
TABLE V-4. 
Length of Time in Present Organization 
Comparing the data presented in Table V-3 and Table V-4 shows that 
both high and low changers have been employed in their respective 
present types of work for a longer oeriod of time than they have 
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worked for their present organizations. This indicates that some 
of these participants had been employed by at least one organiza-
t:i.on other than that for which they were currently working. Further 
comparison reveals that, for four of the seven indices included 
in the Table's matrix, the participants had spent more time in 
their present organization than they had in their present line 
of work. From this it may be inferred that some of the participants 
moved vertically and/or horizontally within their present organ-
izations during their span of employment. Although neither of 
the latter two inferences are unusual, they do indicate that 
similar kind of experiences had been shared between the two sub-
groups of participants, albeit in varying degrees. 
7. Length of time i_n present position. The high changers 
aopear to be those participants who have spent less time working 
in their present positions with production-oriented organizations 
and those who have spent more time with service-oriented organiza-
ti ons. ·rhe low changers seem to have the reverse tendency. 
I P-rnnnl"'t.i n1 -0-ri Pnb:~ci SAT"Vi I"'P~~ed Total 
Managers Specialists Managers Specialists 
(a) (b) (c) (d) (e) 
High 1.2 
---
3.0 2.1 2.2 
Changers (n-4) (n-3) (n-2) (N-9) 
Low 4.5 7.7 3.5 .5 4.4 
Changers (n-2) (n-3) 
i 
(n-2) ( n-1) (N-9) 
TABLE V-5. 
Length of time in Present Position 
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8. Amount of perceived authority over managerial functions. 
The seven managerial functions, considered in this study, were 
separated into two discrete r;roups, e.g., "task functions" and 
"sanction functions." Task functions include selection of staff 
personnel, staff training, and planning staff assignments. Sanction 
functions include terminating staff, transferring staff within 
the organization, promoting staff, and determining staff salaries. 
Both sub-samples felt that they had more authority over 
task functions than over sanction functions. However, there was 
a tendency for high changers to perceive that they had more 
authority over each type of function than did the low changers. 
9. Next step in personal advancement or promotion. Two 
participants (one a low change, production-oriented technician; 
the other a high change, service-oriented manager) indicated 
that they had no future plans for their own personal advancement 
(one of these, the former, was between 56 and 60 years of a ge; 
the latter was between 41 and 45 years old). 
One particioant (a high change, production-oriented 
manager) indicated that one of his alternative plans was the 
oossibility of moving to another organization. 
The remajning fifteen partidpants indicated that they 
saw their next step or next possible steps as being withing their 
present organizations in terms of either: (1) an increase of 
scope and responsibility within their present position; (2) a 
promotion within their present general area of the organization; 
or, (3) a promotion in some other area of the organization. 
TASK FUNCTIONS 
(1) Selecting people to work 
on staff 
(2) Training staff 
(3) Planning staff assign-
ments 
Total Task Functions: 
SANCTION FUNCTIONS 
(4) Terminating staff 
-(5) Transferring staff within 
the organization 
(6) Promoting staff 
(7) Determining staff salaries 
Total Sanction Functions 
-
OVERALL AUTHORITY SCORES 
TABlE V-6. 
PERCEIVED AUTHQRITY OVER MANAGERIAL FUNCTIONS 
HIGH CHANGERS Total LOW CHANGERS Total TO!AL 
Man.'!l11ers Snecia _i ~+.~=: High IM::ln::~aPI"J::: SnPr.; ::l I; J:::t • .c:: Low PARTICI· 
-
P-ol s-o2 P-0 S-0 Changer P-0 S-0 P-0 S-0 Chang_er PANTS 
(n-4) (n-3) (n-O) (n-2) (n-9) (n-2) (n-2) (n-3) (n-1) (n-8) (n-17) 
4. 25 2.67 
-
3.50 3.56 4.5o 3.50 3.67 1.00 3.50 3.53 
4.5o 4.33 
-
4.oo 4.33 4.5o 4.oo 3.67 2.00 3.75 4.06 
5.00 4.67 
-
4.50 4. 78 4.5o 3.50 3.33 3.00 3.62 4. 24 
------ ·------- ------- ------- -------- ------ ------- -------1-------- ------- ----
4.58 3.89 
-
4.oo 4.22 4.59 3.67 3.56 2.00 3.62 3.94 
I 
...... 
0 
1-' 
I 
2.75 2.67 
-
2.00 2.56 4.5o 2.00 3.00 1.00 2.88 2.71 
4.oo 2.67 
-
3.00 3.33 4.50 2.50 2.67 1.00 2.88 3.12 
3.75 2.67 
-
2.50 3.11 4.oo 2.5o 2.67 1.00 2.75 2.94 
4.oo 2.00 
-
2.5o 3.00 3.50 2.5o 3.00 1.00 2.75 2.88 
------ ------- ------- ------- -------- ------ ------- r-------- ------- ------- ----
3.62 2.5o 
-
2.50 3.00 4.12 2.38 2.83 1.00 2.81 2.91 
4.11 3.09 
-
3.14 3.52 4. 29 2.93 3.14 1.43 3.16 3.35 
·--
1Product-oriented Managers or Technicians and Specialists~ 
2service-oriented Managers or Technicians and Specialists. 
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HIGH CHANGE LOW CHANGE 
PARTI?IPANTS PARTICIPANTS 
Manai'ers Specialists Mana ers &n_ec_i lis..t..a 
P-02 ~-o3· P-0 S-0 P-0 S-O P-0 S-O Total 
(a) (b) (c) (d) (e) (f) 
No Plans 
-
1 
- - - -
Enlarge Present 1 1 
-
1 
-
2 
Position 
Promotion 
within pre- 2 2 
-
1 2 1 
sent Area 
Promotion in 
Other Area 1 2 - - - 1 
Hove to Other 
Organization 1 - - - - -
'T"n'T"AT '5 6 
-
? ? l.t 
TABLE V-7. 
Participants' Perception of Choices 
Relating to their Occupational Mobility1 
(g) (h) 
1 
-
2 
-
- -
-
1 
- -
_1 _l 
1
seventeen participants indicated 23 possibilities; 
Two participants indicated two possibilities; two 
indicated three possibilities. 
2Product-Orie~ted Organizations. 
3service-Oriented Organizations. 
10. Perceived helpfulness of types of training. The five 
types of training were separated into two discrete groups: inter-
personal training and organizational training. Interpersonal 
training involves learning about oneself as an individual in terms 
of needs, motives, and values; and learning how groups function in 
( i) 
2 
7 
8 
5 
1 
23 
TABLE V-8. 
PARTICIPANTS' PERCEPTION OF HELPFULNESS OF TYPES OF TRAINING 
HIGH CHANGERS LON CHANGER.S 
Mana!l'ers Sneci~li~tl'l Total • Man~ P'P. r.s 
P-0 S-0 P-0 S-O P-0 S-0 
-
INTERPERSONAL (n-4) (n-3) (n-O) (n-2) (n-9) (n-2) (n-2) 
(1) To learn more about 
oneself as an individual 5.50 8.00 - 7.50 6.78 7.00 8.00 (3) To learn more about groups 
of people 6.00 8.oo · 
-
8.oo 7.11 7.00 ?.So 
Total Interpersonal 5.75 8.00 
-
7.75 6.94 7.00 7.75 
ORGANIZATIONAL 
(2) To learn more about 
business functions 6.50 4.67 
-
6.50 5.89 6.oo 6.50 
(4) to learn more about 
Technical or Specialized 
.aspects of job positions 5. 75 5.67 
-
6.50 5.89 5.00 4.50 
(5) To learn more qbout 
Organi~ations 4.00 6.67 
-
8.00 5.78 6.00 4.00 
Total Organizational 5.42 5.67 
-
7.00 5.85 5.67 5.00 
OVERALL TRAINING SCORES 5.55 6.60 ; 7.30 6.29 6.20 6.10 
-
SnAI"i :<>1 i c::t.c:: 
P-0 S-O 
(n-3) (n-1) 
5.00 5.00 
5.67 7.00 
5.33 6.00 
2.67 5.00 
4.00 6.00 
4.33 7.00 
3.67 6.00 
4.33 6.00\ 
Total 
(n-8) 
6.25 
6.62 
6.44 
4. 75 
4.38 
5.00 
4.79 
5.45 
TOTAL 
PARTIC I-
PANTS 
(N-17) 
6.53 
6.88 
6.71 
5.35 
5.18 
5.41 
5.35 
5.89 
·-
I 
1-' 
0 
'vJ 
I 
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making decisions and solving problems. Organizational training 
involves learning about business functions such as uroduction, 
marketing, and finance, learning about technical or specialized 
aspects of one's current position, and learning about organizations, 
e.g., staff-line relationships, divisions of labor, authority, and 
res!)onsibility. 
Both the high changers and the low changers viewed 
the interpersonal type of training as being somewhat more help-
ful than the organizational. The significant distinctions to 
be made here are that the high changers attributed more value to 
interpersonal training than did the low changers, and that there 
was a similar difference between high and low changers' perception 
of the helpfulness of organizational trainlng. 
Conclusions 
It appears reasonable to infer from the above data 
that three variables, in combination, tended to influence, if 
not determine, the difference between high and low change partici-
pants' perceotions of the various aspects of their back-home 
problem situation. These variables are: ( 1) age of the partici-
pants; (2) the type of organization for which the partidpant work; 
and, (3) the manner in which the participants describe their current 
positions. 
Throughout the demograohical data, the following relation-
ships appear to be operative: 
(1) The younger managers employed by such production-
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oriented organizations tend to be more susceptable 
or amenable to perceptual changes in their own 
behaviors and concepts. 
Discussion 
( 2) The older specialists or technicians employed by 
service-oriented organizations similarly tend to be 
susceptable or amenable to perceptual change. 
Certain factors tend to qualify and render more tentative 
the aforementioned conclusions, and these considerations must be 
examined in order to more accurately evaluate the present study. 
In many sections of the tabulated data presented above, 
there appears to be operative a phenomenon known as the "ceiling 
effect." That is, there were a number of individuals who at the 
tine of the first administration responded to a given question 
by marking one or the other extreme. Later, in subsequent admin-
istrations, when confronted by the same question, the respondent 
could indicate either "no change" in his perception (by marking 
the same extreme number) or a change tending towards the opposite 
extreme. In other words, if the respondent initially marked either 
polar extreme for a given question (,or section), he could not 
indicate any changes in his perception which might be even more 
extreme than they were originally. This might be called a "cellar 
effect 11 as well as a "ceiling effect" depending upon the character 
of the extreme under consideration. 
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Group pressures influencing individual conformity to 
group expectations, standards and norms may be either functional 
or dysfunctional depending upon the nature of the group's (the 
organization's) norms in comparison to the nature of the beliefs 
and practices of the returning participant. This applies to the 
present study in that there might have been strong pressures on 
returning participants from their associates ~nd the structure 
of their organization to continue familiar patterns of behavior 
and perception. Such pressures can inhibit any real application 
and/or testing of whatever increased interpersonal skills the 
participants might have derived from their laboratory experience 
(Harrison, 1962, and Argyris, 1962). It is assumed ·that these 
informal(social) and formal (organizational) pressures towards 
conformity to the norms of the group are correlative to a lack 
of support from the participants's co-workers in utilizing the 
understanding and skills which he might have learned (Hepner, 
1958, pp. 443-448.) 
In a sense, the climate of the organizational situation 
to which the participant returns effects individual effectiveness. 
For example 
"If the supervisor is authoritative, arbitrary 
and production-minded rather than employee-
centered, the supervisor will fit his practices 
into the established pattern, not into the 
pattern taught him in the trainin~ program. 
The conflict between his situation as he 
feels he must function in it and his desires 
to adopt better methods may cause him to become 
confused. He may adjust to the problem by some 
form of aggressive behavior. 
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The kind of superior under whom the ••• 
supervisor operates is more closely related 
to his behavior than the kind of training 
courses he has taken (American Management 
Association, 1955, p. 9.5). 11 
Stated somewhat more simply, regardless of the nature 
and the extent of learnings derived from the laboratory experience, 
" ••• if the old way of doing things in the 
plant situation is still the shortest path 
to approval by the boss, then this is what the 
foreman, the particioant, really learns (E.A. 
Fleischman, 1953, p. 215). 11 
In general, the, we may abstract from the above that: 
if an individual participant perceives a discrepancy between the 
beliefs and practices of the group to which he is returning and 
those which he derived, on bot~ cognitive and a subjective level, 
from his laboratory exoerience, an ideological conflict will re-
sult. This would be even more probable if the particirmts' 
beliefs and practices were oerceived by the group to be considerably 
different from those indigenous to the group. This conflict will 
be resolved in favor of the reference group which brings to bear 
the more salient pressures. The above discussions indicate that 
the on-the-job, organizational pressures are likely to be the more 
salient. In such a situation, the individual would be sufficiently 
influenced to alter his new, less salient, laboratory-derived 
beliefs and practices to more nearly coincide with those operative 
ln his work group. 
CHAPTER VI 
Implications and Recommendations 
I would like to present the proposition that the "re-entry" pro-
blem is qualitatively similar to entry into the human relations 
laboratory training program itself. That is, the individual is 
confronted (or, as the case may be, reconfronted) with the problem 
of establishing (or re-establishing) interpersonal relationships 
with members of the T-group or work unit. The major differences 
between the two seem to be that of degree. That is, upon entering 
the T-group, the individual praticipant is confronted by pre~sure 
from the group to conform to the exoectations relating to practices, 
norms, and standards which are operative in laboratory training 
programs. Then, upon returning to the back-home organizational 
situation the individual rarely meets conditions conducive to prac-
ticing whatever skills or techniques which he may have acquired 
during his laboratory experience. Indeed, pressure, similar (albeit 
not so urgent) to that experienced in the opening sessions of the 
laboratory, is directed toward the individual to discontinue his 
acquired practices. That is, to desist in his attempt to utilize 
laboratory-derived beliefs and values, and to reaffirm and conform 
to the old standards required for his on-the-job performance. 
The nature of the individual and that of the organization 
for which he works may well determine whether or not the returning 
participant will resist these demands of the work unit. I am 
suggesting that if the demographical data presented in Chapter V 
-109-
is valid (which questions can only be answered by more extensive 
research of a similar nature) then age, with its attendant exper-
ience in working with tasks and people, the individuals work re-
quirements, and the type of organizational setting (see Conclusions, 
p. ), must be considered as determinants of the relative amount 
of su~~ort or lack of resistance to individual conceptual and 
behavioral change. 
Recommendations 
A. It would appear necessary that laboratory planners 
and trainers should strengthen existing conceptual bridges 
or provide new ones to assist the participant in preparing 
to return to his on-the-job setting. This might be done 
through closing theory sessions (similar to that type 
currently used) or through final task-oriented skills 
sessions specifically designed to focus the participant's 
attention on some of the realities related to their own 
re-entry. It may well be helpful to utilize some of the 
tentative conclusions presented in this paper (Chapters 
N and V) as content for the closing theory session, skill 
experience or the like. 
B. Considerably more extensive information is necessary 
in regard to the nature, and extent of longitudinal effects 
of demographic variables on particioants perception of 
their own behaviors and concepts. 
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C. If future research should confirm that the suggested 
individual and organizational demogranhic variables do, 
in fact, influence or determine (in part or whole) 
individual liklihood of behavioral or conceptual change, 
there may there exist an ethical question relating to 
selection of individuals for participation in laboratory 
training. That is, should laboratory planners and trainers 
accept only those individuals who (according to their 
individual and organizational va.riables)a.re most likely 
to derive optional benefits from their laboratory experience? 
Or, is the social scientist obliged and committed to 
accent all individuals who apply regardless of how success-
ful it is felt their laboratory experience will be? 
D. In terms of future research regarding the continua-
tion of longitudinal studies, similar to the present 
study, an objective set of ratings of individual partici-
pants' behavioral and conceptual changes might provide a 
helpful series of data. against which to com'S.re and 
contrast the individual's changes in perception. Such 
a series of objective data might be derived from trainer's 
observations of participants' behaviors (corresponding 
to the variables studied in the BHPA evaluation instrument) 
in the course of the T-group history. 
E. Further, groups of non-participants, whose individual 
and organizational demographic characteristics may be 
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matched with groups of actual participants, may be helpful 
by providing control groups against which experimental 
groups could be compared and/or contrasted. Such a com-
parison may yield information relating to the question, 
of whether or not behavioral or conceptual changes take 
place over a period of time without laboratory training. 
F. Finally, and perhaps of primary imnortance, might 
be an incorporation of the above recommendations for 
future research into a comparative, longitudinal study 
wherein: 
1. Heterogeneous human relations laboratory training 
programs (such as the one presented in this study) would 
be compared and contrasted with homogeneous, "family-
type" laboratory programs (such as those studied by 
Argyris and Harrison). This would be done in order to 
determine whether there are observable differences in 
Jbng-term effects on participants' perceptions of their 
behaviors and concepts. The hypothesis which would be 
thus tested would be: An on-the-job setting, wherein the 
individial participant's work-unit had shared a laboratory 
experience as a "family" group, would be more suoportive 
and tolerant of an experimental a'Jproach to problem-
solving than would a setting wherein the participant's 
work unit had not shared a laboratory experience. 
2. In turn, the experimental heterogeneous and 
homogeneous samples would be compared with similarly matched 
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control samples who had not experienced laboratory training. 
The hypothesis to be tested would be: oriented individual 
perception of on-the-job problem situations as '3. function 
of (1) laboratory training and/or (2) a supportive 
laboratory trained work-unit as onnosed to non-laboratory 
trained individuals' abilities to adequately deal ~th 
similar nroblem situations. 
3. All four populations would be analyzed in 
terms of their perceptions of their own behaviors and 
concepts relating to their problem-solving processes. 
These perceptions would then be compared with objective 
rati_nes by laboratory trainers and on-the-job associates. 
The hypothesis to be tested would be: (1) laboratory 
trained participants perceptions of their own behaviors 
and concepts more nearly coincide with reality than to 
non-laboratory trained individuals; and, (2) the perception 
of participants of "family" laboratory experiences would 
more near~ coincide with the reality of the on-the-job 
setting than would participants of homogeneous laboratory 
experiences. 
4. Final'y, the perceptions of the respondents 
and the objective ratings of the respondent by his laboratory 
trainer and on-the-job associates would be matched agaiast 
his individual and org~nizational demographic variables. 
The hypothesis to be tested would be: the nature of the 
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individual and his organization everts some influence 
on the de~ree of reality-orient,~tion of the participants' 
percepti ·jns of his behaviors and concepts. 
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APPENDIX I 
COMPARISON OF RESEARCH FINDINGS: OSHRY AND PRESENT STUDIES. 
TABLE 1 
CHANGES IN PERCEIVED IMPORTANCE OF SELF, 
OTHER, AND ENVIRONMENTAL FACTORS AS DETERMINANTS 
OF PARTICIPANTS' BACK-HOME PROBLEM SITUATION 
(Pre and Post Training) 
Locus of Number of particiDants Number of Prediction Research 
Problem with changed perceived particioants Findings 
Determinants imEortance scores Showing No 
Increase Decrease Change 
SELF 
I 33 11 
IIT 13 3 
rrH 7 
IIL 6 
OTHER 
15 I 27 
nT 5 12 
IIH 1 8 
IIL 4 4 
ENVIRONMENT 
I 
riT 
I 15 27 
nT 4 12 
nH 2 6 
rrL 2 6 
Data derived from study by 
0 shry, Barry I • 
Data derived from total number 
of participants included in 
the present study. 
Those .participants included in 
the present study whose data 
indicate changes in the predicted 
direction to a greater extent 
than the remainder of the sample. 
Those participants of the present 
study whose data indicate fewest 
changes in the predicted direction. 
1 2 Increase Increase2 2 Increase Increase 
2 Increa::e Increase2 
Increase No change 
4 Decrease 1 Decrease 
1 Decrea:::e Decrease1 
Decrease Decrease2 
1 Decrease No change 
4 Decrease Decrease1 
2 Decrease Decrease1 
1 Decrease No change 
1 Decrease No change 
1 p-less than .05 (one-tailed) 
Wilcoxin Hatched-Pairs Signed-
Ranks Test. This statistic was 
selected because it takes into 
account magnitude as well as 
direction of change (Siegal, 1956, 
pp. 75-83). 2 p-less than .01 (one-tailed). 
Wilca.Rin Matched-Pairs Signed-
Ranks. Test. 
~--, i • ' 
tf". •. l v' 
.,<, _c;.f 
~·i / r I 
-.l ... ·-'1 
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TABLE 2 
CHANGES IN GENERALITY OF PROBLEM-CAUSING BEHAVIOR 
(Pre and Post Training) 
Sample 
I 
IIT 
rrH 
L 
II 
Number of particio ants 
with changed general-
ity score 
Increase Decrease 
20 24 
10 8 
6 3 
4 5 
I Data from the Oshry study. 
IIT: Total data; present study. 
uH: High changers, present study. 
IIL: Low changers, present study. 
Number of 
Participants 
showing no 
Change 
1 
Predi<Ct.ion 
Increase 
Increase 
Increase 
Increase 
Research 
Findings 
No change 
No change 
No change 
No change 
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TABLE 3 
miANGES IN SENSITIVITY TO OWN AND 
OTHERS' INTERPERSONAL NEEDS 
(Pre and Post Training) 
Number of participants 
with changed sensiti-
~ity scores 
Increase Decrease 
SEJ1SITIVITY TO 
INTERPERSONAL 
NEEDS OF OTHERS 
SENSITIVITY TO 
INTERPERSONAL 
NEEDS - OWN 
Oshry Study. 
25 
9 
5 
4 
22 
11 
5 
6 
Total participants 
High changers 
Low changers 
16 
8 
3 
5 
18 
5 
3 
2 
Number of 
Participants 
Showing no 
Change 
3 
1 
1 
3 
2 
1 
1 
Predictions Research 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Increase 
Findings 
II)crease1 
No change 
No change 
No change 
No chang! 
Increase 
No change 
No change 
~-less than .05 (one-tailed). 
Wilcoxin Matched-Pairs Signed-
Ranks Test. 
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TABLE 4 
CHANGES IN PERCEIVED IMPORTANCE OF JvlN AND OTHERS 1 
INTERPERSONAL NEEDS AS DETERMINANTS OF PARTICIPANTS' 
TI1PORT ANCE OF 
OTHERS' INTER* 
PERSONAL NEEDS 
AS DETERMINANTS 
I 
nT 
nH 
rrL 
' 
--" 
IMPORI' AN CE OF 
OWN INTERPER-
SONAL NEEDS AS 
DETERMINANTS 
I 
nT 
riH 
rr1 
BACK-HOME PRJBLEM SITUATION 
(Pre and post training) 
Number of participants 
with changed perceived 
imEorta.nce scores 
Increase Decrease 
23 11 
9 7 
7 2 
2 5 
19 18 
11 5 
7 
-4 5 
Oshry Study 
Total participants 
High changers 
Low changers 
Number of Prediction Research 
participants Findings 
showing no 
change 
9 Increase Increase1 
2 Increase No change 
Increase No change 
2 Increase No change 
6 Increase No change 
1 Increase No change 
2 Increase Increase 2 
Increase No change 
1 p-less than .05 (one-tailed). 
Wilcoxin Matched-Pairs Signed-Ranks 
Test. 
2 p-less than .01 (one-tailed). 
Wilcoxin Matched Pairs Signed-
Ranks Test. 
~-; j(\~ 
:~ ~· .:' I 
:> ii' I _,._._-..., 
I 
:~· 'i(! 
-:· -~~,--: 1 
,/· ..... ...!.._ 
-122-
/. ~·~.y'------------------------------__;,.. 
1R/ti/J ;,:.JG-
"/r;.::li·., 
il<.'-1ilJ ;IJG 
0, ftV/tfLI'i!3JL;TY of OWN f)E-!..uURC.E0. 
3:3o 
;::.:cl 
(s.s&) 
;.i'{;l------------------------------
sa= eft£ 
TR.L}I;..iltJG-
OSN RY STUDY 
?/f[SENI S/IJDY 
t]iC:7£R. 
71'<:.41/JII:JG 
,.,. 
Resource 
SELF 
I 
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nH 
IrL 
OTHER 
I 
nT 
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nL 
PERSONAL 
ENVIRONMENT 
I 
IrT 
rrH 
nL 
IMPERSONAL 
ENVIRONMENT 
I 
rrT 
rrH 
rrL 
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TABLE 5 
CHANGES IN PERCEIVED AVAILABILITY OF OWN, 
arHERS', PERSONAL ENVIRONMENTAL, AND IM-
PERSONAL ENVIRONMENTAL RESOURCES 
(pre and post training) 
Number of participants 
with changed perceived 
availabilit~ scores 
Increase Decrease 
25 16 
12 5 
6 2 
6. 3. 
31 12 
13 4 
7 1 
6. 3 
24 16 
7 7 
4 4 
3 3 
12 21 
3 8 
6 
3 2 
Oshry study 
Total participants 
High changers 
Low changers 
Number of Predictions Research 
Participants Findings 
showing no 
Change 
4 Increase Increase 1 
1 Increase No change 
1 Increase No change 
l Increase No change 
,...,..,. 
'---~ 
2 Increase Increase~ 
1 Increase Increase3 1 Increase Increase 
Increase Increase2 
5 Increase No change 
2 Increase No change 
1 Increase No change 
1 Increase No change 
12 Decrease Decrease1 
7 Decrease 2 Decrease3 3 Decrease Decrease 
4 Decrease No change 
lp-less than .05 (one-tailed). 
Wilcoxin Matched-Pairs Signed Ranks 
Test 
2p-less than .025 (one-tailed). 
3p-less than .01 (one-tailed). 
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TABLE 6 
CHANGE IN PERCEIVED UTILITY OF ryNN, OTHERS', 
PERSONAL ENVIRONMENTAL AND IMPERSONAL 
ENVIRONMENTAL RESOURCES 
(Pre and Post Training) 
Number of Participants 
with changed perceived 
Utilitl Score 
Increase Decrease 
20 23 
9 8 
7 1 
2 7 
19 25 
11 6 
8 1 
3 5 
12 25 
4 11 
3 6 
1 5 
10 29 
4 11 
2 7 
2 I 
'-+ 
Oshry study 
Total participants 
High changers 
Low changers 
Number of Prediction Research 
Participants Findings 
showing no 
Change 
2 Increase No change 
1 Increase No chang3 
1 Increase Increase 
Increase No change 
1 Increase No chang! 
1 Increase Increase 
Increase Increase3 
1 Increase No change 
4 Increase No change 
3 Increase No change 
Increase No change 
3 Increase No change 
2 Decrease Decrease1 
3 Decrease Decrease2 
Decrease Decrease1 
3 Decrease No change 
~-less than .OS (one-tailed). 
Wilcoxin Matched-Pairs Signed Ranks 
Test. 
2p-less than .025 (one-tailed). 
3p-less than .01 (one-tailed). 
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TABLE 7 
CHANGES IN PERCEIVED CONTROL OVER 
PROBLEM SITUATION 
(pre and post training) 
Number of participants 
with changed control 
scores 
Increase Decrease 
24 19 
13 5 
7 2 
6 3 
Oshry study 
Total participants 
High changers 
Low changers 
Number of 
Partici?ants 
showing no 
Change 
2 
Predictions Research 
Findings 
Increase Increaso;1 
Increase Increase2 
Increase Increase2 
Increase No change 
1p-less than .05 (one-tailed) 
Wilcoxin Matched-Pairs Signed-Ranks 
Test. 
2p-less than .01 (one-tailed). 
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TABLE 8 
CF.ANGE 
(Wilcoxin Matched-Pairs Signed-Ranks Test) 1 
Question 
Number 
2. Sources of the Problem: 
Self 
Other 
Environment 
4. a Sensitivity to Others' 
needs 
6.a Sensitivity to own 
needs 
4.b Others' needs as cause 
of the problem 
6.b. Own needs as cause of 
the problem 
7.a Availability of resources: 
Self 
Other 
(a) 
Administration 
!:II 
Personal Environment 
Impersonal Environment 
8. 
b. Utility of Resou.rces: 
Self 
Other 
Personal Environment 
Impersonal Environment 
Control over problem 
9. Centrality of problem 
* isee Siegel (1956) pp. 75-83. 
Significant (one-tailed). 
2significant (two-tailed). 
(b) 
Administration 
I:III 
(c) 
Administration 
II:III 
-131-
APPENDIX II 
THE EVALUATION INSTRUMENT 
Part M General Background Information Sheet 
1. Age: (check one) 
under 25 
--26-to 30 
-31 to 35 
-36 to 40 
-41 to 45 
-46 to SO 
-51 to SS 
-56 to 60 
-over 60 
2. Sex: (check one) 3. Research Code Number: 
Male 
Female 
• • • • • • 
4. Which of the following describes t~ type of organization for which 
you work? (Check more than one if appropriate) 
product-oriented (for example, food, clothing, shelter, armaments 
-- luxury items) 
service-oriented 
--
educational institution 
__ government agency 
__ military 
__ community agency 
other. Please describe: 
. . . . 
s. How long have you 6. How long have you 7. How long have 
been in your present been with your present you been in your 
line of work? organization? present position? 
_less than 1 year less than 1 year _less than 1 year 
-1 to 3 years 1 to 3 years 1 to 3 years 
4 to 6 years 4 to 6 years =4 to 6 years 
7 to 10 years 7 to 10 years _7 to 10 years 
---11 to 15 years ==:11 to 15 years _11 to 15 ye3.rs 
-16 to 20 years 16 6o 20 years more than 15 
=::21 to 25 years ::=21 to 2) years 
2) to 30 years more than 25 years 
-
2 
-132 ... 
GENERAL BACKGROUND INFORMATION 
9. How would you describe your current primary responsibilities? 
----~mostly line responsibilities (concerned with carrying out the 
prL~ary production or service function 
of the organization) 
_____ Mostly staff responsibilities (for example, personnel, finance 
research and development, purchasing, 
distribution) 
_____ both line and staff responsibilities 
10. Wich of the following areas comes closest to how you would describe your 
current position? 
I am primarily a manager who must have some technical or specialized 
-----knowledge in order to do my job well •. 
I am primarily a technician or specialist who must have some mana-
--gerial skills in order to do ;my ~job well. 
_____ I have no management responsibilities. 
I have no technical responsibilities. 
• • • • • • 
11. How much authority do you feel you have over the following managerial 
functions? (Circle one number for each of the following items. 
NO AUTHORITY SOME AUTHO!UTY FULL AUTHORITY 
a. 
b. 
c. 
d. 
e. 
f. 
g. 
Selecting people to work on 
your staff 
Training your staff 
Planning staff assignments 
Terminating staff 
Transferring staff within 
the organization 
Promoting staff 
Determining staff salaries 
1 2 
l 2 
1 2 
1 2' 
l 2 
1 2 
1 2 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
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GENERAL BACKGROUND INFORMATIOtJ 
12. In term1' of personal advancement or promotion, what do you see as 
your next possible step? 
__ No plans other than present position 
__ Enlarged scope and responsibili~ of present position. 
__ Promotion •Nithin your present general area of the organization. 
__ Promotion in some other area of tre organization. 
__ move to another organizati -:1n. 
__ Self employment 
__ Other (specify) __________________________________________ ___ 
. . . . . . 
13. How helpful do you feel each of the following types of training would 
be in assisting you to do your work more effectively? (Circle one 
number for each of the following items). 
a. 
a. To learn more a bout your-
self as an individual --
your own needs, motives, 
and values. 
b. 
c. 
d. 
To learn more about such 
business functions as pro-
duction, marketing and 
finance. 
To learn more about how 
groups of people (two or 
more) function in making 
decisions and solving 
problems. 
To learn more about the 
technical or specialized 
aspects of your current 
position. 
e. To learn more about organ-
izations - staff-line re-
lationshius, division of 
labor, authority and res-
ponsibility. 
No Help 
At all 
Very 
Little 
Help 
Moderate Consider-
Help able Help 
1 2 3 4 5 6 7 8 
1.2 3 '4 56 7 8 
1 2 3 4 5 6 7 8 
1 2 3 4 5 6 7 8 
1 2 3 4 5 6 7 8 
A Great 
Deal of 
Help 
9 
9 
9 
9 
9 
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Part B: Back-Home Problem Analysis Questionnaire (BHPA) 
Research Code PQ. (last four digi ts-o'""f-y-our-_,.h_o_m_e_ 
telephone number) -
(INSTRUCTIONS TO RESPONDENI') 
It should prove useful to the. ataff in both planning and evaluating this 
workship to become familiar with the types of supervise~ problems brought to 
the program by the participants~ In this questionnaire you are asked to 
consider in detail a meaningful supervise~ problem which you are confronted 
with in you organizational·life. 
The questionnaire has been prepared solely for the use of the training 
staff and the participants in thi~ program. All information will be held in 
strictest confidence. 
Would you take a few minutes now to think about some situation in your 
work which meets the following criteria: 
a. a situation in which you are directly involved. 
b. a problem that is presently unresolved 
c. a situation with whic~ you are dissatisfied and in which you 
would like to initiate some change 
d. a situation that is interpersonal that is, involves your relationship 
with same other person or persons 
e. a problem that is important to you. 
In order that this questionnaire be of maximal value to both you and us, 
we suggest that you select the most critical interpersonal problem confronting 
you in your current organizational life. 
After you have selected a problem that meets these criteria, answer the 
questions on the following pages. 
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Research Code NO. 
--------
1. What is or was the problem? Use this page to describe the problem in as 
much detail as oocosible. If more space is needed, use the back s~.de of 
this page. As you make references to other people, please specify what 
the work relationshiPs are among you and these others (e.g., superior, 
subordinate, staff man). Include a diagram if you feel that this would 
be useful in clarifying the relationships among the people involved in 
this situation. 
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2. 'Why do you think this problem exists? 
On the following pages are listed a number of possible causes of 
h~~n relations problems. Please consider each of these carefully in 
terms of the problem you h~ve described. For each alternative indicate 
the degree to which you feel it h~s contributed to your problem situation. 
Beside each alternative circle one number from 1 to S which comes 
closest to expressing your feelings about the relative importance of 
this item as a caase. 
1) 
2) 
3) 
4) 
1.- it has nothing to do with creating or maintaining this 
problem. 
2.- it has relative~ little importance in creating or maintaining 
this problem. 
3.- It is of moderate importance in creating or maintaining this 
problem. 
4.- it is an important factor in creating or mainta;_ning this 
problem. 
s.- it is a major factor in creating or maintaining this problem. 
. . . . . . 
I have been ineffective in helping the other per-
son~) develop their own potential. 
Continual policy and procedural changes by man-
agement have created confusion. 
Other person(s) directly involved in problem are 
lacking in technical knowledge. 
Heavy work pressures 
1 2 3 4 s 
1 2 3 4 s 
1 2 3 4 5 
1 2 3 4 s 
5) Time is too limited to handle this problem 
adequately. 1 2 3 Lh 5 
6) The other person(s) have failed to plan and organ-
7) 
8) 
9) 
10) 
11) 
ize their work adequately. l 2 3 4 5 
The situation is not receiving sufficient atten-
tion from higher-ups in the organization. 
I have been unwilling to experiment with new 
ways of handling the situation. 
Inadequate company policies. 
I have been insensitive to what the other 
person(s) really want from their ~ork. 
Inadequate job done by management in assigning 
the right people to the right jobs. 
1 2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
1 2 3 4 s 
l 2 3 4 5 
12) 
13) 
14) 
15) 
16) 
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The other person(s) directly involved in the 
problem are relatively unintelligent. 
I have tended to let the problem slide rather 
than attack it directly. 
I have tended to exoect too much from the 
other person(s) involved. 
The organization of the companY is inadequate 
to handle this type of situation~ 
My actions have tended to alienate the other 
person( s). 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
17) Poor communication system within the organization. 1 2 3 4 5 
18) Other persons(s) have not planned adequately. 1 2 3 4 5 
19) I have been relatively difficult to approach. 1 2 3 4 5 
20) I have not planned adequately to meet this 
situation. 
21) Unwillingness of other person(s) to adjust to 
the requirements of the situation. 
22) Poor judgment on the part of the other person(s) 
involved. 
23) The organization has become inflexible. 
24) Unfair company policies, rules, and regulations. 
25) Because of my own interests I have been unable 
to look at the problem objectively. 
26) I have been resistant to changing my usual 
pattern of action. 
27) The other person(s) are not trustworthy. 
28) Organizational policies have not changed sufficient-
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
ly with the times to handle this tyoe of nroblem. 1 2 3 4 5 
29) The other person(s) have relatively little ability 
to tolerate frustration. 1 2 3 4 5 
30) 
3;L) 
32) 
Insufficient funds. 
The other person(s) are resentful of any 
outside suggestions or attempts to he~p. 
Too much organiza,tional .11 red tape" 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
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33) I have not been very open with the other person(s) 
involved. I have tended to keep my own desires 
and objectives pretty well under wraps. l 2 3 4 5 
34) Other person( s) are resistant to change their ways 
of doing things. 1 2 3 4 5 
35) I have tended to resist suggestions from other. 1 2 3 4 5 
16) Personal insecurity of other person(s) in~ved. 1 2 3 4 5 
37) The other persons are lacking in initiativ·3. 1 2 3 4 5 
38) The other person(s) are not sensitive to how their 
actions affect others. 1 2 3 4 5 
39) I have not taken as much initiative as I should 
have to remedy this situation. 
40) Failure of the organization to specify clearly 
the duties and responsibilities of the persons in-
1 2 3 4 5 
volved. 1 2 3 4 5 
41) The otoor person( s) tend to overestimate their own 
abilities. 1 2 3 4 5 
42) I have been very competitive and this has gotten 
in the way of remedyi.ng the situation. 
43) We are understaffed. 
44) I have not been cl:ar in com."'llunicating my own posi-
1 2 3 4 5 
1 2 3 4 5 
tion and feelings to the other person(s) involved. 1 2 3 4' 5 
45) Unwillingness of the other person(s) directly 
involved in the problem to cooperate. 1 2 3 4 5 
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3. Examine the statements below carefully and then answer the following 
questions for each: 
1) 
2) 
3) 
4) 
5) 
6) 
a. How descriptive is this statement of the other person or 
persons involved in the problem? 
b. To what degree is the problem you have described due to these? 
It is important for him Not at all 1 2 3 4 5 It is very 
to be friendly with descriptive. descriptive. 
people and he is unhappy 
when he is not. Nothing to 1 2 3 4 5 Is a major cause 
do with problem. of problem. 
It is important for him Not at all Is very 
to be included in the descriptive 1 2 3 4 5 descriotive 
activities and plans of 
others and he is unhappy Has nothing to Is a major cause 
when he is left out. do with problem of problem. 
1 2 3 4 5 
It is important for him Not at all 1 2 3 4 5 Is very 
to take charge of things descriptive descriptive 
when he is with people 
and he is unhappy when Nothing to do 
he cannot. with problem 1 2 3 4 5 Major cause of problem. 
It is important for him Not at all 1 2 3 4 5 Is very de~criptive 
that others act friendly de sed ptive 
toward him and he is un-
happy when they do not. Nothing to do Major cause 
with problem 1 2 3 4 5 of problem 
It is important for hi.m Not at all 1 2 3 4 5 Is very descriptive 
that others include him descriptive 
in their activities and 
plans and he is unhappy Nothing to do Is a major cause 
when they do not. with problem 1 2 3 4 5 of problem 
It is important for him Not at all 1 2 3 4 5 Is very descriptive 
that others allm.v him to descriptive 
exert influence, and he 
is unhappy when they do Has nothing Maj9r cause of 
not. to do with 1 2 3 4 5 problem 
problem 
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4. Examine the statements below carefully and then answer the following 
questions for each: 
1. How descriptive of you is this statement? 
2. To what degree is the problem you have described due to this? 
. • . . . • 
1) It is important for me Not at all 1 2 3 4 5 Is very 
to be friendly with descriptive descriptive 
people and I am unhappy 
when I am not. Nothing to do Najor cause 
with problem 1 2 3 4 5 oroblem 
2) It is important for me Not at all 1 2 3 4 5 Is very 
to be included in the descriptive descriptive 
activities and plans of 
others and I am unhappy Nothing to do Major cause 
when I am left out. with problem 1 2 '3 4 5 of problem 
--
3) It is important for me Not at all 1 2 3 4 5 Is very 
to take charge of things descriptive descriptive 
when I am with people 
and I am unhappy when I Nothing to do Hajor cause 
cannot. with problem 1 2 3 4 5 of problem 
4) It is important for me Not at all 1 2 3 4 5 Is very 
that others act friendly descriptive descriptive 
toward me and I am un-
hapny when they do not. Nothing to do Major cause 
with problem 1 2 3 4 5 of problem 
5) It is important for me Not at all 1 2 3 4 5 Is very 
that others include me descriptive descriptive 
in their activities and 
plans and I am unhappy Nothing to do Hajor cause 
when they do not. with problem. 1 2 3 4 5 of problem 
6) It is important for me Not at all 1 2 3 4 5 Is very 
that others allow me to descriptive descriptive 
exert influence and I am 
unhappy when they do Nothing to do Major cause 
not. with problem 1 2 3 4 5 of problem 
of 
5. What resources do you have at your disposal which might be of value 
to you in dealing with this problem? 
Listed on the following pages are a number of resources. For each 
resource indicate the following: 
1. The degree to which this resource is available to you. 
2. How useful you feel this resource is or would be in remedying 
this problem situation. 
. . . . . . 
1) Ouportunity for additional Not available 1 2 3 4 5 
education or training for 
Completely 
myself in areas related to Completely 
the problem. useless 1 2 · 3 4 5 
2) The ability of the other Not available 1 2 3 4 5 
person(s) involved to stir 
up a productive conflict Completely 
useless 1 2 3 4 5 
.Sxtremely 
useful 
Completely 
available 
Extremely useful 
3) The permissive and frj_end- Not available 1 2 3 4 S Completely available 
ly atmosphere existing in 
the organization. Completely 
4) My personal strenght and 
ability to ~esist being 
pushed aroti.nd. 
5) My ~bility to ge along 
peacefully with people. 
useless 1 2 3 4 S Extremely useful 
Not available 1 2 3 4 5 Completely available 
Completely 
useless 1 2 3 4 s Extremely useful 
Not available 1 2 3 4 5 Completely available 
Completely 
useless 1 2 3 4 S Extremely useful 
6) The sense of humor of the Not available 1 2 3 4 S 
other person(s) involved. 
Completely available 
Completely 
useless 1 2 3 4 S Extremely useful 
7) Records of how this type 
of problem is handled in 
other departments or in 
other organizations. 
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Not available 1 2 
Completely 
useless 1 2 
3 4 5 Completely available 
3 4 5 Extremely useful 
8) My ability to be practical Not available 1 2 3 4 5 Completely available 
and logical in working 
9) 
10) 
11) 
12) 
13) 
14) 
out problems. Completely 
useless 1 2 3 4 5 Extremely useful 
Existing company policies 
which if followed would 
help me win. 
Pressures from other peo-
ple in the organization 
whose points of view agree 
with mine. 
The ability of the other 
person(s) involved to 
analyze the situation and 
to determine the most 
effective solution. 
My ability to control the 
fate of the other person(s 
involved (for example 
to have them discharged 
or reassigned). 
The willingness of the 
other person(s) involved 
to find some harmonious 
solution. 
The intelligence of the 
other person(s) involved. 
Not available 1 
Completely 
useful 1 
Not Available 1 
Completely 
useless 1 
Not available 1 
Completely 
useless 1 
Not available 1 
Completely 
useless 1 
Not available 1 
Completely 
useless 1 
Not available 1 
Completely 
useless 1 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
2 3 4 5 Completely available 
2 3 4 5 Extremely useful 
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15) The fact that others in Not available 1 2 3 4 5 Completely available 
the organization recog-
nize the troubl~-making Completely 
nature of the other per- useless 1 2 3 4 5 Extremely useful 
sons involved. 
16) My ability to create a Not available 1 2 3 4 5 Completely available 
friendly and permissive 
atmosphere in which pro- Completely 
blems like this can be useless 1 2 3 4 5 Extremely useful 
worked out. 
17) Other persons of power in Not available 1 2 3 4 5 Completely available 
the organization who can 
help me to succeed. Completely 
useless 1 2 3 4 5 Extremely useful 
18) My ability to fight effec- Not available 1 2 3 4 5 Completely available 
tively for something I 
feel is imoortant. Completely 
useless 1 2 3 4 5 Extremely useful 
19) The ability of the other Not available 1 2 3 4 5 Completely available 
persons involved to think 
clearly and rationally. Completely 
useless 1 2 3 4 5 Extremely useful 
20) Opportunity for additional Not Available 1 2 3 4 5 Completely available 
education or training for 
the other person(s) involv Completely 
ed. useless 1 2 3 4 5 Extremely useful 
21) Exi sti_ng company policies Not available 1 2 3 4 5 Completely available 
which if followed would 
tend to keep the other Completely 
person(s) involved under useless 1 2 3 4 5 Extremely useful 
eontrol. 
22) My understanding of the Not available 1 2 3 4 5 Completely available 
principles of management -
of how work gets done in Completely 
organizations. useless 1 2 3 4 5 Extremely useful 
23) My technical understanding Not available 1 2 3 4 5 Completely available 
and skill. 
Completely 
useless 1 2 3 4 5 Extremely useful 
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3 2) The desire of the other Not available 1 2 3 4 s Completely avail able 
person(s) involved to 
make sense out of exist- Completely 
ing confusion. useless 1 2 3 4 s Extremely useful 
3 3) The help that members of Not available 1 2 3 4 s Completely avai lable 
the organization can give 
to the other person(s) Completely 
involved. useless 1 2 3 4 s Extremely useful 
4) The comoetitive nature Not available 1 
of the ~ther nerson(s) 3 
2 3 4 s Completely avail able 
involved. Completely 
useless 1 2 3 4 s Extremely usefu 1 
Not available 1 2 3 4 s Completely avai lable 
3 5) My ability to plah 
Completely 
useless 1 2 3 4 s Extremely useful 
6) The support that the other Not available 1 2 3 4 s Completely avail 
person(s) involved in the 
3 able 
problem can receive from Completely 
interested members of the useless 1 2 3 4 s Extremely usefu 1 
organization. 
Not available 1 2 3 4 s Complet~ly avai lable 
3 7) My ability to create 
harmony out of conflict. Completely 
useless 1 2 3 4 s Extremely usefu 1 
3 8) The ability of the other Not available 1 2 3 4 s Completely avai 
person(s) involved to "com ~ 
lable 
through" under the pressur ~Completely 
of conflict. useless 1 2 3 4 s Extremely usefu 1 
3 9) My desi:r:-e to help other Not available 1 2 3 4 s Completely avai lable 
oeoole. 
Completely 
useless 1 2 3 4 s 1 Extremely usefu 
4 0) Available books or ar~·- Not Available 1 2 3 4 s Completely lable avai. 
ticles dealing with c~r-
tain aspects of this Completely 
problem. useless 1 2 3 4 s Extremely usef ul 
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41) Friends who would be Not available 1 2 3 4 5 Completely available 
willing and able to help 
me with this problem. Completely 
useless 1 2 3 4 5 Extremely useful 
42) The desire of the other Not available 1 2 3 4 5 Completely available 
person(s) involved to 
understand the situation Completely 
more clearly. useless 1 2 3 4 5 Extremely useful 
43) The energetic nature of Not available 1 2 3 4 5 Completely available 
the other person(s) in-
volved. Completely 
useless 1 2 3 4 5 Extremely useful 
44) The technical skill and Not available 1 2 3 4 5 Completely available 
knowledge of other people 
in the organization who Completely 
are not directly involved useless 1 2 3 4 5 Extremely useful 
in the problem. 
45) The desire of the other Not available 1 
person(s) involved to 
2 3 4 5 Completely available 
creata a more harmonious Completely 
work relationship with me. useless 1 2 3 4 5 Extremely useful 
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6. Indicate the degree to which you agree or disagree with each of the 
following statements. Circle one of the following for each statement: 
SA - strongly agree 
A - agree 
U - uncertain 
D - disagree 
SD - strongly disagree 
1) I have within my means the tools to improve this 
situation. 
2) There is a great deal I can do to help remedy 
this situation. 
3) There is nothing I can do. It is completely 
beyond my control. 
4) Environmental pressures are so strong that there 
is relatively little I can do. 
5) There is a high probability that any recommenda-
tions I make or actions I take will be accepted. 
6) The situation is hopeless. 
7) Any action I might take would have relatively· 
little impact. 
8) I am confident of my ability to solve this 
problem. 
9) The problem is caused by organizational policies 
or traditions over which I have little control. 
10) I believe that I have available to me all the 
resources necessary to cope with this problem. 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U n· SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
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7. Indicate the degree to which you agree or disagree with each of the 
following statements. Circle one of the following for each statement: 
. . . 
1) I tend to have difficulty with this general type 
of problem. 
2) I have experienced this type of problem in a 
number of other situations. 
3) "Nhatever personal weaknesses I have revealed in 
this problem tend to crop up in other situations 
as well. 
4) The oroblem I have described is a unique one 
for me. It is more a function of the specific 
circumstances involved than of any personal 
characteristics of mine. 
5) I am never involved in this kind of oroblem 
in my ~ome life or in other social situations. 
6) This same type of problem has caused difficulties 
for me in my home and other social situations. 
7) If I were to solve this problem, it would not 
help in the solution of my other interpersonal 
problems. 
8) I have never encountered this type of problem 
before. 
9) The understandings and skills needed to solve 
this problem wauld be very aoplicable to other 
interpersonal problems confronting me in the 
home and community. 
10) Whether I succeed or fail at this problem will 
have no effect on the achievement of my major 
goals in life. 
SA A U D SD 
SA A u D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U D SD 
SA A U SD 
-150-
BIBLIOGRAPHY 
Ambellan, Fred. "Human Relations Tra :ining for Administration," in Educational 
Executives' overview, Vol. 3, No. 11, November, 1962. 
Argyris, Chris. Interpersonal Competence and Organizational Effectiveness. 
Homewood, Illinois: The Dorsey Press, Inc., and Richard D. 
Irwin, Inc., 1962. 
Baumgartel, Howard, "The Training Group as a Miniature Society" in The 
NTL Human Relations Training News, Vol 6, No. 4, Winter, 
1962-63, Pp. 4-7. , 
Bennis, Warren, "Goals and Meta-Goals of Laboratory Tra:ining," in the 
NTL Human Relations Training News, Vol 6, No. 3, Fall, 
1962, pp. 1-4. 
Bion, W.R. Experiences in Groups, New York: Basic Books, Inc, 1959. 
Bradford, Leland P. 11 Conditi_ons for Laboratory Training," A theory session 
presented in the NTL Human Relation~ Laboratory Training 
Program, Bethel, Maine, June, 1960. 
Brussel, Benjamin B. "Education and Psychotherapy, Similarities and 
Differences," Mimeographed Paper, Boston: Boston 
University, Human Relations Center, n.~. 
~urke, R.L. and Bennis W.G. "Changes in Perception of Self and Others 
during Human Relations Training," Human Relations, 2:165-82, 
1961. 
Cantor, R. R. 
Chin, Robert. 
"A Human Relations Training Progra," Journal of Apolied 
Psychology, XXXV, pp. 38-45, February, 1951. 
"Problems and Prospects of Aoplied Research, 11 in the 
Planning of Change, W .G. Bennis, K. Benne and R. Chin, Eds. 
New York: .Holt, Rinehart, and Winston, 1961. 
Fleishman, Edwin A. "LeadershiP Climate, Human Relation.<; Training, and 
Suoervisory Behavior," Personnel Psychology, IV, pp. 205-22, 
Summer, 1953. 
Harris, E.F. "Measur~ng Industrial Leadership and Its Impli9ations for 
Training Supervisors," Doctoral Thesis, Ohio State University 
1952. 
Harris, E.F. and Fleishman, E.A. "Human Relations Training and the Stability 
of Leadership Patterns, "Journal of Applied Psychology, XXXIX, 
pp. 20-25, February, 1955. 
Harrison, Roger. "Impacts of the L-1.boratory on Percentions of Others by 
the Experimental Group", in Interpersonal Competence and 
Organizational Effectiveness, Homewood, Illinois: The 
Dorsey Press, Inc., and Richard D. Irwin, Inc., 1962. 
-151-
Harrison, Roger. A Study of Dissonance Theory Applied to Labor~ 
Learning, dittoed research proposal, Yale University, in 
progress. 
Hepner, Harry Walker. "Group Dynamics in Industry," np. 339-442 and 
"Supervising Employees," pp. 423-28 in Psychology Applied 
to Life and Work, 3rd Ed. Englewood Cliffs, New Jersey: 
Prentice-Hall, inc., 1958. 
J11cknat, M. Leistung. "Anschpuchsnivean and Selbstbewusstrein." (Unter-
suchungem zur H~ndlungs - Und Affect-psychologie: XX 
Lewin, Kurt. 
Lewin, Kurt. 
Lewin, Kurt. 
Kurt Lewin, Ed.) Psychol. Forsch., 22, 88-179. 
"Frontiers in Group Dynamics", in Field Theory in Social 
Science: Selected Theoretical Papers, Darwin Cartwright, 
Ed., New York: Harper and Brothers, 195la. 
"Constructs in Field Theory, 11 in Field Theory in Socic> 1 
Science: Selected Theoretical Papers, Darwin Cartwright, 
Ed., New York: Harper and Brothers, 195lb. 
"Quasi-Stationary Social Equilibria and the Problem of 
Permanent Change," in The Planning of Change, W.G. Berinis, 
K.D. Benne, and R. Chin, Eds., New York: Holt, Rinehart and 
Winston, 1961. 
Lieberman, M.A. 11The Relationshi-p of Group Climate to Individual Change," 
unpublished Doctoral dissertation, the University of Chicago, 
1958. 
Likert, Rensis, "Develo-ping Patterns of Management: II", AMA General 
Management Serie~, No. 178 (1955) pp. 32-Sl. 
Lipnitt, R., J. Watson, and B. ~iestley, "The Transfer :md Stabilization of 
Change, '• in The Dynamics of Planned Change, Willard B. Snalding, 
Ed., New York: Harcourt, Brace and Company, 1958. 
Mann, Floyd c. "Studying and Creating Change: A Means to Understanding 
Social Organization," in Research in Industrial Human 
Relations, Arensberg, et al, New York: Harper and Bros. 1957. 
Mann, Floyd C, and Likert, Rensis. 
Research Results, 11 
1952. 
"The Need for Research on Communicating 
Human Organization, XI, pp. 15-19, 11'linter 
Mann, Floyd C. and Neff. Hanaging Major Change in Organizations, Lithopr:i.nt 
by Braun and Brumfield, Inc., Ann Arbor, Michigan, 1961. -
Mathis, A.G. Development and Validation of a Trainability Index for 
Laboratory Training Groups, unpublished Doctoral dissertation, 
The University of Chicago, 1955. 
Merton, Robert K. "Bureaucratic Structure and Personality," in Social 
Theory and Social Structure, Glencoe, Illinois: The Free 
Press, 1949. 
-152-
Miles, Matthew, et al. Personal Change throu~ Human Relations TrainingL 
New York: Horace Mann - Lincoln Institute of School Exper-
imentation, Teachers College, Columbia University (1957) 
mimeo~aphed manuscript. 
Miles, Matthew. '"The Training Process," in Learning to Work in Groups: 
Hiles, M.B. et 
A Program Guide for Educational Leaders, New York: Bureau 
of Publications, Teachers College, Columbia University, 1959a. 
al, "Changes in Performance Test Scores after Human Relations 
Training," New York: Horace Mann-Lincoln Institute of 
School Experimentation, Teachers College, Columbia University 
1959b (mimeographed manuscript). 
Olmstead, The Small Group. New York: Random H~use, 1959. (michael Olmstead) 
Orton, Donald. "Ways of Learnir~ in Grou8s 1 , a theory sessions presented 
in the NTL Human Relations Latorat2!Z Training Program, Bethel 
Maine, Augu~t, 1962. 
Oshry, Barry I. Changes in Perception of On-the-Job Problems Following 
Laboratory Training (in preparation, 1962). 
Rosen, Alex. "Natural Hightory of Groups;" a theory session oresented 
in the NTL Human Relations Laboratory Training Progra91, 
Bethel, Maine, August, 1162. 
Siegel, Sidney. Nonparametric Statistics for the Behavioral Sciences, 
~~ew York: McGraw-Hill Book Company, Inc., 1956. 
Stock, Dorothy. "Factors Associated with Change in Self-Percept, 11 in Emotional 
Dynamics and Group Culture, D. Stock and H.A. Thelen, Eds., 
New York: New York University Press, 1958. 
Stock, Dorothy-. "A Summary of Research on Training Groups," in Theories of 
T-Group Training, (in process). 
Tyl0r, B.B. "A Study of Factors Contributing to Emoloyee Morale," r~aster' s 
Thesis, Ohio State University, 1949. 
Watson, A., et al, "Evaluation of a Human Relations Laboratory Program, 11 
typewritten manuscript, Re.search Center for Group Dynamics 
The University of Michigan, 1961. 
Whyte, William F. "The Individual" in Men at Work, Homewood, Illinois: 
The Dorsey Press, Inc. and Richard D. Irwi.n, Inc., 1961. 
Whyte, William H. Jr. The Organization Man, New York: Simon and 
Schuster, 1956. 
